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CHAPTER I. 
INTRODUCTION^ 
Malaysia, a South-east Asian nation-state that is slightly 
bigger than the state of New Mexico, covers an area of about 
129,000 square miles. It has two divisional regions, namely 
Peninsular Malaysia (52,000 square miles) which is situated 
south of Thailand, and the two states of Sabah and Sarawak 
(77,000 square miles) which occupy the northern and north­
western coastal regions of the island of Borneo. These two 
regions, also known as West or Peninsular Malaysia and East 
Malaysia respectively, are separated by 400 miles of South 
China Sea (Vreeland et al., 1977). Malaysia has a population 
of 12.23 million persons; 10.27 millions are in Peninsular 
Malaysia, while the remaining 1.96 millions live in East 
Malaysia (Kasman, 1978). 
The economic activity of Malaysia is dominated by agri­
culture. This sector contributes 45.5 per cent of foreign 
exchange earnings (Government of Malaysia, 1976) and provides 
employment to 44.0 per cent of the working population, and 
accounts for 25.0 per cent of the Gross Domestic Product 
^The Iowa State University Committee on the Use of Human 
Subjects in Research reviewed this project and concluded that 
the rights and welfare of the human subjects were adequately 
protected, that risks were outweighted by the potential bene­
fits and expected value of the knowledge sought, that confi­
dentiality of data was assured and that informed consent was 
obtained by appropriate procedures. 
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(Government of Malaysia, 1979). Besides subscribing to a 
significant segment of the economy, the agricultural sector 
also contributes to the highest incidence of poverty among the 
Malaysian households (estimated to be 54.6 per cent in 1978). 
Malaysian agricultural policies are very much guided by the 
New Economic Policy (NEP) which is a socio-economic policy 
contemplated to achieve national unity through two-pronged 
objectives of eradicating poverty irrespective of race, and 
restructuring society to eliminate identification of race with 
economic functions and geographical location (Government of 
Malaysia, 1976). 
The development of human resources in accordance with 
the objectives of the New Economic Policy is given high 
priority in the Third Malaysia Plan of 1976-1980 (Government 
of Malaysia, 1976). The availability of educated agricultural 
manpower at all levels is crucial to the success of the agri­
cultural development programs that have direct relevance to 
poverty eradication in the rural areas. Sufficient number of 
extension personnel is especially important to render desired 
extension services to rice-farmers, rubber-smallholders, 
fishermen, and other agricultural workers in order to help in 
increasing their productivity and income levels, resulting in 
a higher standard of living than they are experiencing 
presently (Government of Malaysia, 1979). 
3 
Thus, in Malaysia, well-educated, dedicated and efficient 
agricultural extension personnel are critical in order for 
various agricultural development agencies to remain dynamic, 
vital, and effective forces in facing changes and challenges 
of increased development of Malaysian agriculture, progressive 
implementation of rural development programs, rising level of 
literacy and education of rural dwellers, as well as continu­
ous changes in the agricultural, home and social environment 
of the rural areas. 
The role of extension education in the agricultural and 
rural development of Malaysia was stressed by the Minister of 
Agriculture and Fisheries at an opening address to The First 
National Workshop On Extension Research and Evaluation organ­
ized jointly by the Ford Foundation and the Agricultural Uni­
versity of Malaysia in June of 1974 (Zainuddin, 1974, p. 10). 
He said that: 
Extension is essentially an important requisite 
in ensuring that development in a country could 
be carried out vigorously in the achievement of 
all-round progress. Without extension efforts 
all the development projects in the Second 
Malaysia Plan and subsequent Plans will not bring 
about the desired results. An all round national 
development will only be achieved if development 
projects lay emphasis on human development in 
order to obtain a lasting change and progress 
(Zainuddin, 1974, p. 10). 
On the importance of extension to Malaysian development, the 
Minister delivered the following remark: 
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The importance of extension in all aspects of 
national development cannot be denied, for 
extension is the most effective machinery for 
disseminating modern technology resulting from 
scientific research work, for the benefit of 
rural consumers and consequently to ensure that 
modern technology will be applied permanently. 
It is thus clear that extension forms an 
important link between the rural people and 
the government or between development and 
research. Only an effective and dynamic 
extension system can guarantee that all research 
and development efforts planned and executed by 
government machineries will be implemented 
properly and meaningfully. In short, the success 
of research and developments are dependent upon 
the effectiveness of its extension system 
(Zainuddin, 1974, p. 10-11). 
Extension education in Malaysia is a relatively new idea. 
Although extension work had been carried out in Malaysia since 
the inception of the Department of Agriculture, the concept 
applied was more fitted for 'advisory services' rather than 
extension work in its true sense. As an effort to correct 
this misconception, the Department of Agriculture (Educational 
Branch, 1973, p. 1) has since defined extension as: 
. . . a process of developing human resources, 
of putting useful technology into action and 
transforming the rural economy and community 
into dynamic and productive institutions. 
This definition denotes that extension has been viewed as a 
process of educating farmers and other rural dwellers to up­
lift their standard of living through learning of new knowl­
edge, technology and skills and making use of them to overcome 
their problems related to their farms, homes, families and 
communities (Mahmud and Ujang, 1971). 
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The late Prime Minister of Malaysia, Tun Abdul Razak, 
well-recognized as an architect of agricultural and rural 
development programs of the country, on an occasion when he 
addressed a meeting of government agency officers, noted that 
the government had created a large number of statutory bodies 
for the express purpose of bypassing government regulations 
and red tapes so that they could move at a quicker pace to 
make the national goals a reality (Hannah, 1972, p. 19). He 
reminded them to be: 
. . .'business like', to operate with 
efficiency, to be dynamic and imaginative, 
to cooperate with each other, and to coordi­
nate their efforts to forge ahead with new 
plans (Hannah, 1972, p. 19). 
Intrinsically, the creation of these institutions has many 
advantages: some of the more significant ones are increased 
efficiency and effectiveness through specialization of func­
tions, ease of initiating crash programs, and curtailing of 
some stringent rules and regulations which normally hinder 
development and progress of large multi-purposed organizations. 
Federal Land Development Authority (FELDA), Rubber Industry 
Smallholders Development Authority (RISDA), Farmers' Organiza­
tion Authority (FOA), Muda Agricultural Development Authority 
(MADA), and Agricultural University of Malaysia are examples 
of such statutory institutions that were created to augment 
the agricultural and rural development efforts in Malaysia. 
The main and ultimate objective of these institutions is to 
6 
help the farmers, the rural dwellers and their farm families 
to develop themselves and their communities so that they will 
lead better and finer lives than the present ones as endeav­
ored by the agricultural and rural development programs of the 
government. 
Statement of Problem 
In a study of the factors associated with the Malaysian 
farmers' attitudes towards the agricultural extension services, 
Ariffin (1970) concluded that the Malaysian agricultural work­
ers had to be adequately trained both in agricultural technol­
ogy and social skills in order that they would be more effec­
tive in dealing with the future economic and social problems 
of the rural society. An analysis of the training needs of 
Malaysian extension workers as perceived by a group of selected 
Malaysian students revealed that the Malaysian extension work­
ers needed strong training in the areas of extension education, 
and agricultural production and marketing (Teh, 1973). In a 
study of the factors associated with the Malay peasant farmers' 
acceptance of the agricultural practices recommended by the 
Malaysian extension service, Ariffin (1975) concluded that the 
Malaysian extension workers had to possess economic and sub­
ject-matter competencies if they were to promote effective 
educational changes among the Malay peasant farmers. In a 
more recent study of the training needs for extension profes­
sionals working in the smallholder sector of the rubber 
7 
industry in West Malaysia, Tugiman (1977) concluded that 
generally there was a strong perception that training is 
needed by personnel of rubber development organizations in 
the areas of extension program planning, program execution, 
and program evaluation in order for them to perform their jobs 
effectively. 
The preceding studies lead to a conclusion that Malaysian 
agricultural extension workers have to be trained to perform 
their job effectively for the overall accomplishment of the 
objectives of agricultural and rural development programs. 
Thus, the problem for this research was: What are the pro­
fessional competencies needed by Malaysian Agricultural Exten­
sion Supervisors, and which competencies should be developed 
through preservice and/or inservice education programs? 
Significance of the Study 
A major constraint in accelerating socio-economic 
development in Malaysia is the shortage of trained manpower 
at all levels in the science and technical fields (Government 
of Malaysia, 1976). Increased efforts have to be made to 
coordinate educational policies and programs to minimize 
duplication of facilities, efforts and resources. Curriculum 
and content of preservice and inservice programs should be 
constantly examined and modified to meet employment and man­
power needs. 
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Traditionally, Malaysian agricultural development work­
ers, especially the agricultural extension supervisors, 
received their preservice educational experiences at the Col­
lege of Agriculture Malaya. This function was taken over by 
the Agricultural University of Malaysia when it was estab­
lished in 1971. The results of this study will further 
strengthen the University's program in the area of extension 
education for students who will potentially be serving as 
agricultural extension supervisors in the agricultural develop­
ment agencies such as the Department of Agriculture, Federal 
Land Development Authority, Rubber Industry Smallholders 
Development Authority, Farmers' Organization Authority, Muda 
Agricultural Development Authority and others. Also, the 
findings of this study can assist the agricultural development 
agencies and the Agricultural University of Malaysia to 
develop more systematic and effective inservice education pro­
grams for their extension supervisory personnel, with the hope 
that they will be more competent and capable of discharging 
their professional obligations with maximum efficiency. 
Objectives of the Study 
The primary purpose of this study was to identify and 
analyze the professional education competencies perceived to 
be important to the performance of Malaysian agricultural 
extension supervisors as perceived by selected agricultural 
extension administrators and agricultural extension supervisors 
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in five selected agricultural development agencies in Malaysia. 
A secondary purpose was to determine the importance of the in­
clusion of the competencies in preservice and/or inservice 
education programs that prepared persons for agricultural 
extension supervisor positions. 
The specific objectives of this study were: 
1. To identify selected personal characteristics of 
agricultural extension administrators and agriculture 
extension supervisors serving in the Department of 
Agriculture, Federal Land Development Authority, 
Rubber Industry Smallholders Development Authority, 
Farmers' Organization Authority, and Muda Agricul­
tural Development Authority. 
2. To determine how important selected professional 
education competencies are to the performance of 
agricultural extension supervisors. 
3. To determine the importance of the inclusion of pro­
fessional education competencies in preservice and/ 
or inservice education program that prepared persons 
for agricultural extension supervisor positions. 
4. To determine the relationship between importance of 
professional education competencies for position 
performance and importance ratings for the inclusion 
in preservice and/or inservice education program. 
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5. To determine if significant differences existed in 
the importance ratings of professional competency 
categories needed for the performance of agri­
cultural extension supervisors as perceived by the 
respondents grouped by employing agency, staff posi­
tion, age, tenure, and educational qualification. 
6. To determine if significant differences existed in 
the importance ratings of professional competency 
categories for the inclusion in preservice and/or 
inseryice education programs that prepared persons 
for agricultural extension supervisor positions as 
perceived by the respondents grouped by employing 
agency, staff position, aye, tenure, and educational 
qualification. 
Assumptions of the Study 
This study was based on two assumptions: 
1. The Malaysian agricultural extension supervisors 
could be more effective in performing their pro­
fessional responsibilities if selected professional 
competencies were developed through preservice and/ 
or inservice education programs. 
2. Practicing agricultural extension administrators 
and agricultural extension supervisors of the agri­
cultural development agencies in Malaysia were 
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capable of providing useful information on profes­
sional agricultural extension competencies needed 
by Malaysian agricultural extension supervisors. 
Delimitations of the Study 
The following factors delimit the study: 
1. The respondents involved in this study were only 
those agricultural extension administrators and 
agricultural extension supervisors employed in the 
five selected agricultural development agencies in 
Peninsular Malaysia at the time this study was 
conducted. 
2. The agricultural extension administrators who 
participated in this study were those personnel 
working in Federal (or Head), State, Regional or 
District Offices, and they occupied staff positions 
as follows: 
a. Assistant Agricultural Officer, Agricultural 
Officer, Deputy State Director of Agriculture, 
and State Director of Agriculture of the Depart­
ment of Agriculture. 
b. Assistant Area Controller and Area Controller 
of the Federal Land Development Authority. 
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c. Assistant State RISDA Officer, Deputy State 
RISDA Officer, and State RISDA Officer of the 
Rubber Industry Smallholders Development 
Authority. 
d. Development Officer, Director of Farmers' 
Services, Assistant State Director, and State 
Director of Farmers' Organization Authority. 
e. District Engineer, Assistant Agricultural 
Officer, and Agricultural Officer of The Muda 
Agricultural Development Authority. 
The agricultural extension supervisors who partici­
pated in this study were those working in State, 
District or Local Offices, and they held staff posi 
tions as the following; 
a. Super-scale Agricultural Technician and Agri­
cultural Assistant of the Department of Agri­
culture. 
b. Junior Scheme Manager, Assistant Scheme Manager 
and Scheme Manager of the Federal Land Develop­
ment Authority. 
c. Rubber Industry Smallholders Development 
Authority (RISDA) Officer. 
d. Farmers' Services Assistant and Area Manager of 
the Farmers' Organization Authority. 
e. General Manager of Farmers' Association of the 
Muda Agricultural Development Authority. 
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Limitations of the Study 
The nature of this study lends itself to two limitations : 
1. Since mailed questionnaires were used to obtain the 
responses from the agricultural extension admini­
strators and agricultural extension supervisors, the 
research is subjected to the weaknesses inherent in 
this data collection method. 
2. The questionnaire used in this study was developed 
specifically for this study; it was not correlated 
with any other valid instruments. 
Definition of Terms 
The terms used in this study are defined as follows: 
1. Agricultural development agencies; Those government 
and autonomous agencies that are involved in agri­
cultural and rural development works (inclusive of 
extension) in Malaysia. 
2. Agricultural extension administrators; Those 
personnel who organize, plan, staff, direct, and 
control the agricultural extension related activities 
of the agricultural development agencies in Malaysia 
at the Federal (or Head), the State, and the Regional 
or District Offices. 
4. Agricultural extension supervisors: Those personnel 
who oversee, watch, and direct the agricultural 
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extension activities of the agricultural development 
agencies in Malaysia at the State, District, and 
Local Offices. 
Autonomous or statutory agencies ; Various semi- or 
quasi-government institutions established by the 
Malaysian government, usually through the Legislative 
Acts of Parliament, for carrying out specific func­
tions and objectives. 
Cambridge Overseas School Certificate: A certifi­
cate equivalent to a High School Diploma in the 
United States. 
Competencyt An attitude, behavior, skill or under­
standing demonstrated by a person at a specified 
performance level. 
Degree programs; The academic programs offered by 
the various Faculties at the Agricultural University 
of Malaysia leading to a baccalaureate degree in 
such fields as Agricultural Science, Agricultural 
Engineering, Agribusiness, Education, Food Science, 
Forestry, Home Technology, Resource Economics, and 
Science. Doctor of Veterinary Medicine, Masters and 
Doctor of Philosophy programs are also included in 
this definition. Graduates of these programs are 
employed in professions such as agricultural exten­
sion administrator, research officer, agribusiness 
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executive and the like. 
8. Diploma in Agriculture; A certificate equivalent 
to a Junior College Diploma in the United States. 
9. Diploma programs ; Those academic programs offered 
by the various Faculties at the Agricultural 
University of Malaysia leading to the award of a 
Diploma in such fields as Agriculture, Animal Health 
and Production, Education, Fishery, Forestry, and 
Home Technology. Graduates of these programs are 
employed as agricultural extension supervisor, 
research assistant, teacher, middle-level management 
personnel and other similar category of agricultural 
workers in the various agricultural development 
agencies in Malaysia. 
10. Lower Certificate of Education; A certificate equi­
valent to a Junior High School Diploma in the United 
States. 
11. Professional education competencies: Attitudes, 
behaviors, skills, and understandings in the area of 
extension education other than technical fields 
which enable agricultural extension supervisors in 
the agricultural development agencies in Malaysia to 
adequately perform their duties and responsibilities 
necessary in their professions and to be successful 
in their work. 
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12. Scheme : An area of land developed by the Federal 
Land Development Authority for planting of rubber, 
oil-palm, sugar-cane et cetera, and settling of 
people. 
13. Second Malaysia Plan; A document of the Malaysian 
government containing the development strategies, 
objectives and programs for the year 1970 until 
1975. 
14. Sijil Pelajaran Malaysia; A certificate equivalent 
to a High School Diploma in the United States; it is 
identical to the Cambridge Overseas School Certifi­
cate except that the medium of instruction is in the 
Malaysian Language. 
15. Smallholder : A farmer who owns a farm of less than 
100 acres. 
16. Smallholding; A farm which is less than 100 acres. 
17. Third Malaysia Plan: A document of the Malaysian 
government containing the development strategies, 
objectives and programs for the year 1976 until 1980. 
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CHAPTER II. 
REVIEW OF LITERATURE 
Introduction 
In an effort to assimilate related literature for this 
study, a literature search was carried out through two ERIC 
searches at the Iowa State University Library, and manual 
searches at the Iowa State University Library, the Agricul­
tural University of Malaysia Library and several agricultural 
development Head Offices in Malaysia. Although the searches 
revealed considerable literature which had relevance to the 
study, the review showed that there was very limited informa­
tion in regard to professional agricultural extension educa­
tion competencies needed by agricultural extension workers in 
developing countries, particularly in Malaysia. 
The relevant literature is presented in this chapter 
under the following headings: 
1. Agricultural Development Agencies in Malaysia. 
2. Professional Competencies of Extension Personnel. 
3. Related Studies. 
Agricultural Development Agencies in Malaysia 
For the purpose of this study, six agencies that are 
implicated in the agricultural and rural development programs 
in the country will be elaborated to indicate their involve­
ment in the perpetuation of extension work. These agencies 
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are: (1) Department of Agriculture (DOA); (2) Federal Land 
Development Authority (FELDA); (3) Rubber Industry Small­
holders Development Authority (RISDA); (4) Farmers' Organiza­
tion Authority (FOA); (5) Muda Agricultural Development 
Authority (MADA); and (6) Agricultural University of Malaysia. 
Department of Agriculture 
Established in the early 1900's, the Department of Agri­
culture has been the main agency for several years that caters 
the agricultural development in Malaysia. Since its estab­
lishment, extension has always been an integral part of the 
Department/ although it was classified under such general 
terms as 'educational propaganda,' 'extension and propaganda,' 
and 'extension and advisory' (Jamil, 1974). The role of the 
Department in the national agricultural development has been 
changing rapidly over the years due to the creation of new 
departments and statutory agencies which have dispossessed 
several of the traditional functions from the Department 
(Department of Agriculture, 1973). 
Within the scope of the New Economic Policy, the Depart­
ment of Agriculture is entrusted with the following functions 
(Department of Agriculture, 1973, p. 11-12): 
1. To train an increasing number as well as 
to improve and expand agricultural training 
at the certificate level of agricultural 
technicians for farmers' organization, 
extension, and research and investigational 
programs; 
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2. To stimulate and advise the farming community 
through the Farmers' Organization and other 
organizations to adopt practices and 
husbandary over as much of the present and 
future cultivated area of the country as 
possible; 
3. To become a repository for all available 
agricultural information and to conduct 
studies of the economic, social and other 
phases of agricultural production and 
development and to disseminate the results 
thereof ; 
4. To promote diversification of agricultural 
enterprises in order to improve levels of 
living through increased food production for 
better nutrition and non-food production for 
industrialization; thus contributing to the 
agricultural and socio-economic development 
of the country. 
For purposes of implementing the above functions to meet 
the agricultural development needs of the nations, in 1973, 
the Department of Agriculture was reorganized into seven 
technical branches as follows (Department of Agriculture, 
1973) : 
1. Crop Production Branch. This Branch investigates 
the feasibility of growing high yielding crops to 
ensure adequate supply of calories, proteins and 
other plant products to the nation. 
2. Crop Protection Branch. This Branch directs its 
programs towards reducing crop losses through all 
steps from the farm to the consumers, and including 
all factors that contribute to such losses. 
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Farm Mechanization Branch. This Branch focuses 
its efforts to achieve efficiency in labor and land 
productivity, in reducing if not eliminating crop 
losses, in conserving land and water resources, and 
in developing nonfarm skills for activities that 
contribute towards development of the farm localities 
as a whole. 
Soils and Analytical Services Branch. This Branch 
concentrates its services towards determining an 
overall agricultural policy of the country by showing 
the present and potential productivity of the land 
through mapping of soils and land use, delineating 
of problem areas, and determining fertilizer require­
ments. 
Agricultural Education and Training Branch. This 
Branch directs its activities in preparing farmers, 
foresters and fishermen technicians, research 
assistants, teachers/instructors and general workers 
for specific tasks in the furtherance of agricul­
tural development. 
Planning and Evaluation Branch. This Branch vests 
its interests in establishing long-ranged agricul­
tural and rural development plans, implementation 
strategies and evaluation efforts, as well as 
ensuring achievement of coordination within the 
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national policy, availability of resources, and 
institutional and administrative structures. 
7. Agricultural Extension Branch. This Branch dedicates 
its services towards helping the rural people to 
utilize useful knowledge, skills and techniques to 
improve their farms, families, and community institu­
tions through self-help and mobilization of available 
resources so as to bring about desirable changes in 
knowledge, attitude, and skill to enable them to 
improve their socio-economic and cultural well-being. 
The organizational structure of the Department of Agri­
culture, West Malaysia, as of 197 3 is as shown in Figure 1. 
Since this study concerns agricultural extension educa­
tion, only the Agricultural Extension Branch will be discussed 
with some details. 
Agricultural extension services under the Department of 
Agriculture is organized at two levels, that is. Federal and 
State. For the Federal Extension Branch to use as guidelines 
in the conduct of its activities, the following primary objec­
tives were formulated (Department of Agriculture, 1974a, p. 3-
5) : 
1. Increase and improve the knowledge, skills 
and managerial competency of farmers 
enabling them to increase agricultural 
production more efficiently and to increase 
their incomes. 
Director-General 
Director 
Crop 
Protection 
Director 
Crop 
Production 
Director 
Extension and 
Advisory 
Director 
Farm 
Mechanization 
Director 
Education & 
Training 
Director Soils 
and Analytical 
Services 
Deputy 
Director-General 
Deputy 
Director-General 
Administration Director 
Planning & Evaluation 
State Departments 
and 
Other Agencies 
•• Direction Relationship (Staff) Line 
Service Relationship Line 
Figure 1. Organizational structure of Department of Agriculture, West Malaysia 
(Adapted from Department of Agriculture, 1973, p. 70) 
23 
2. Place opportunities before the rural people so 
that they can develop their talents through work, 
social life, leadership and recreation for the 
betterment of their families and their community. 
3. Increase the aptitude and competency of the rural 
adults and youth to assume leadership and 
community responsibilities effectively, 
4. Build a rural community proud of its occupation, 
independent in its thinking, constructive in its 
outlook, capable and efficient in its action and 
self-reliant in its approach. 
The following discussion on the functional organization 
of the Extension Branch is based on the materials detailed 
out in 'Organization and Scope Functions' of the Extension 
and Advisory Branch (Department of Agriculture, 1974a). The 
Federal Extension and Advisory Branch, which operates as a 
consulting and support agency for the State Departments of 
Agriculture, is organized under six technical sections, one 
special project, and an administrative unit. These sections 
are: (1) Communication and Information Section; (2) Farmers' 
Development Section; (3) Development of Farm Families Section; 
(4) Rural Youth's Development Section; (5) Farm Management 
Extension Section; and (6) Public Relations and Special Proj­
ects Section. The organizational structure of the Branch is 
shown in Figure 2. 
With reference to Figure 2, the Director of the Branch, 
who is responsible directly to the Director-General of Agri­
culture, is entrusted with administering, supervising, and 
coordinating of programs and activities in the Branch. He is 
Director 
Farmers' 
Development 
Communication 
and 
Information 
Rural Youth's 
Development 
Farm Families 
Development 
Farm Management 
Extension 
Public Relations 
and 
Special Projects 
Assistant Director 
Federal Branches 
State Departments 
Other Agencies 
Figure 2. Organizational structure of Agricultural Extension Branch 
(Adapted from Department of Agriculture, 1974a, p. 7) 
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also responsible for general supervision and coordination of 
extension programs of the State Departments of Agriculture, 
numbering a total of eleven. He is assisted by an Assistant 
Director who, on the advice of the Director, initiates, plans, 
coordinates, and supervises all technical programs at the 
Federal and State Offices. The technical sections are headed 
by six senior agricultural officers who have expert knowledge 
in areas of communications, farmers' training, home economics 
and family development, youth development, farm management, 
and public relations. 
The Technical Section Heads are aided by Unit Leaders 
who are baccalaureate graduates specializing in specific 
technical fields such as agricultural information, home eco­
nomics, leadership development, youth organization, and the 
like. These Unit Leaders are in turn assisted by Assistant 
Unit Leaders who are Special Grade Agricultural Assistants 
with several years of field experience. The Assistant Unit 
Leaders have at their disposal Technical Executives who have 
Diploma in Agriculture from the College of Agriculture, 
Malaysia or the Agricultural University of Malaysia, to help 
them in their jobs. The Technical Operatives are the grass-
root persons who, under the supervision of the Technical 
Executives, perform the basic work of each Sections. These 
technical Operatives are graduates of Agricultural Institutes 
with Certificate of Agriculture. 
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The following is a brief description of the six techni­
cal Sections; 
1. Communications and Information Section. Basically 
this Section directs its efforts to improve communi­
cations between agricultural extension agents and 
the rural people, and to improve communications 
among government agents involved in rural develop­
ment works. The activities of this Section are 
channelled through three Sub-sections namely, the 
Publications and Visual Aids, the Information, and 
the Library and Documentation. 
2. Farmers' Development Section. This Section is to 
help the rural people develop their knowledge, 
skills, and resources to their maximum potentials 
through educational process and community group 
action. 
3. Farm Families' Development Section. This Section 
endeavors at helping rural homemakers to be knowledge­
able, skilled, and progressive persons in the area 
of home economics and management, food and nutrition, 
clothings and textiles, human relations, housing, 
citizenship, and health and safety. 
4. Rural Youth's Development Section. The function of 
this Section is to educate, mobilize, and organize 
the rural youth so as to help them develop their 
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understanding, attitude, and skills necessary for 
preparing them for their future betterment. 
5. Farm Management Extension Section. This Section is 
entrusted with the responsibility of helping the 
farmers to achieve efficiency in agricultural pro­
duction by using land, labor, capital, and managerial 
ability in the best possible combination and with 
least cost and human effort to result in marketable 
products. 
6. Public Relations and Special Projects Section. This 
Section undertakes the function of providing public 
affairs education, disseminating agricultural 
information to the public and other private and 
government agencies, and handling specific tasks 
that come into issue from time to time. 
The Federation of Malaya Agreement of 1948 defined that 
extension work at the state level was under the jurisdiction 
of each state/settlement Department of Agriculture rather 
than a Federal responsibility (Jamil, 19 74). A State Agri­
cultural Director, who is the chief extension administrator 
in each state, is administratively responsible to his State 
Government but technically responsible to the Federal Exten­
sion Branch. He is assisted by three categories of extension 
personnel namely: (1) Agricultural Officers, holders of 
Baccalaureate Degree who are responsible for administration 
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of extension works at Circle Agricultural Offices (a combina­
tion of several District Agricultural Offices); (2) Agricul­
tural Assistants, holders of Diploma in Agriculture who are 
responsible for the supervision of extension work at District 
Agricultural Offices; and (3) Agricultural Technicians, 
holders of Certificate in Agriculture who are the front-line 
extension personnel in the Districts. Depending on the size 
of the State, a State Agricultural Director may be assisted 
by a Deputy State Agricultural Director. 
As an effort to strengthen the existing agricultural 
extension service of the Department of Agriculture, in 1977, 
a National Extension Project, which was financed partly by a 
loan from the World Bank, was approved (Fatt and Noor, 1979). 
The National Extension Project will be focussing its efforts 
to improve the present extension system, and to expand and 
intensify extension training and farmer education so that the 
gap between known technology and its utilization on the farms 
and in the homes will be minimized. The 'Training and Visit 
System' propounded by Benor and Harrison (1977) would be the 
major educational approach of the National Extension Project 
(Fatt and Noor, 1979). 
Federal Land Development Authority 
Established under the Land Ordinance No. 20 of 1956, the 
Federal Land Development Authority (FELDA) is currently the 
largest land development and settlement agency in Malaysia. 
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Using a fully integrated 'package-deal* concept, FELDA's 
approach of land development and settlement involves land-
clearing; planting of main crops (such as rubber, oil-palm, 
sugar-cane, or cocoa); developing of villages; establishing 
of physical and institutional infrastructures (like roads, 
water-supplies, schools, community halls, clinics, religious 
houses of worship, postal services, and bus services); selec­
ting and emplacing of settlers; managing of schemes; provid­
ing of marketing, processing and credit services; and 
facilitating social and community development (Zainuddin, 
Hashim, and Hamzah, 1979). As of December 1977, FELDA has 
developed 210 land settlement schemes including a total of 
976,715 acres of agricultural areas and 57,234 acres of vil­
lages, and settled 46,064 families (FELDA, 1978). 
In the execution of programs within the government's 
New Economic Policy, FELDA is guided by the following objec­
tives (FELDA, 1977, p. 1); 
1. Develop hitherto unused (forest) land for agri­
culture and settlement. 
2. Relocate suitable persons who are landless or 
almost landless with the objectives of raising 
their standard of living through modern 
agriculture. 
3. Organize and implement systematic development 
of land by the provision of training, credit 
facilities, and supervisory and management 
services. 
4. Construct and operate modern processing facilities 
in order that settlers obtain a better return. 
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5. Guide the development of settler communities such 
that attitudes and senses of values are consistent 
with development needs. 
Federal Land Development Authority is organized compre­
hensively at three levels, the Head Office in Kuala Lumpur, 
the Regional Offices, and the individual project or scheme 
offices (Robertson, 1975). It is administered by a Board 
responsible directly to the Minister of Land and Regional 
Development. The organizational chart on page 31 illustrates 
the administrative structure of FELDA for 1979. FELDA's 
management is divided into three parts: (1) Operations; 
(2) Services; and (3) Commerce (FELDA, 1979, p. 8-10). 
1. Operations. This is headed by a Deputy Director-
General (Operations) with six Directors, There 
are five Directors for Operations and one 
Director for Social Development. Three Area 
Controllers are responsible to a Director of 
Operations. Approximately 20 managers (80,000 
acres) are responsible to an Area Controller. 
2. Services. This is headed by a Deputy Director-
General (Services). Eight Directors are 
responsible, to him; these are Directors of Finance, 
Processing, Projects, Personnel, Budget and 
Planning, Data Processing, Services, and Director 
of Survey, Land and Settler Emplacement. 
3. Commerce. A total of seven Corporations and three 
Joint-Venture Companies come under the management 
of the Deputy Director-General (Commercial). The 
seven Corporations are FELDA Mills Corporation, 
FELDA Trading Corporation, FELDA Transport Corpora­
tion, FELDA Marketing Corporation, FELDA Latex 
Handling Corporation, FELDA Security Corporation, 
and FELDA Agricultural Services Corporation. The 
Joint-Venture Companies are Kilang Gula FELDA 
Perlis Sendirian Berhad, a Joint-Venture Company 
involved in the processing of sugar-cane; FELDA-
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Johore Bulkers Sendirian Berhad, a Company dealing 
in storing and exporting of palm oil; and FELDA 
Oil Products Sendirian Berhad, a Company formed 
for refining and fractionation of palm oil. 
A typical Federal Land Development Authority's settle­
ment scheme consists of a land area of about 5,000 acres 
capable of accommodating about 400 families. Each settler 
family is allocated 10 acres of agricultural land already 
planted with rubber or oil palm, in addition to a house with 
a quarter acre lot. A settler is the main participant in a 
FELDA scheme, and he is expected to take part in various 
activities that are necessary to help him develop into a 
modern and efficient farmer and useful citizen (Alias, 1977). 
FELDA utilizes group dynamics in its settler development 
approach. The focus of this approach is the establishment 
of Scheme Development Councils whose membership, among others, 
include several settlers that have been elected from amongst 
themselves (Robertson, 1975). Through this institutional 
framework, the settlers are able to participate and learn 
about modern agricultural management in their schemes. It 
has been FELDA's main objective to help the settlers to 
become independent and self-reliant individuals (Alias, 1977). 
This is done by using two basic approaches namely, to impart 
technical knowledge on modern farming so that the settlers 
could become efficient producers, and to educate the settlers 
in nonagricultural matters so that they could become useful 
citizens and take part in the mainstream of economic activities. 
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Basically, a settlement scheme is managed by a Manager. 
He is assisted by one to four Assistant Managers, a Settlers 
Development Assistant, and several Field Supervisors and 
Field Assistants. These scheme staff play 'dual role' of 
agriculturalist and social worker (Hashim, 1978). They have 
the major responsibility of ensuring that both the 'management-
type' and 'extension-type' inputs that go into the 'package-
deal' will materialize the desired social and economic objec­
tives. Thus, in addition to implementing land development 
and settlement programs, and restructuring of traditional 
economic organizations and social life, they are also con­
cerned with the development and upliftment of the human 
resources available in the scheme (Zainuddin, Hashim, and 
Hamzah, 1979). Functionally, the Managers and the Assistant 
Managers are therefore considered as supervisors of extension 
at the schemes level. Between 15-20 settlement schemes are 
grouped together under the jurisdiction of a Regional Office. 
All matters at a Regional Office, inclusive of extension 
responsibilities, are administered by an Area Controller who 
is assisted by an Assistant Area Controller. 
Being a highly action-oriented agency with about 70 per 
cent of its establishment at the operational level, FELDA's 
training programs are specifically tailored to meet the needs 
of those personnel who operate the Regional Offices and manage 
the schemes, as well as those approximately 250,000 settlers 
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and their family members (Hashim, 1978). FELDA believes that 
its staff have to be educated on the nature of their work and 
be given an insight in them so that this will aid them in 
improving the performance and effectiveness of their jobs. 
The strategy to this end is to increase their knowledge, 
improve their skills, and to create favorable attitudes to­
wards their jobs and the organization they serve (FELDA, 1977). 
Rubber Industry Smallholders Development Authority 
The establishment of the Rubber Industry Smallholders 
Development Authority (RISDA) on January 1st, 1973, through 
the Rubber Industry Smallholders Development Authority Act of 
19 72, created a new machinery in the development of Malaysian 
rubber industry, particularly in the smallholders sector. 
With its establishment, the Authority is responsible in all 
aspects of social development and economic improvement of the 
rubber smallholders, the foremost being the application of 
the results of research innovations and various technical 
advancement of rubber in respect of replanting, plantation 
development, planting materials, processing, and marketing 
(RISDA, 1973). 
Under the RISDA Act of 1972, the Authority is empowered 
to perform the following specific functions (RISDA, 1977, 
p. 9) : 
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1. To administer the Rubber Industry (Replanting) Fund; 
2. To manage and successfully operate approved projects 
and schemes; 
3. To implement all innovations emanating from research 
which are appropriate to the smallholder sector; 
4. To cooperate and maintain liason with all government 
agencies concerned with research, extension services, 
provision of credits, processing and marketing of 
rubber, et cetera; 
5. To ensure that all the smallholder sector is modern­
ized in every sense to improve the economic well-
being of the smallholders; and 
6. To obtain and keep the necessary statistics relating 
to the smallholder sector and make such information 
available to the government. 
The Rubber Industry Smallholders Development Authority 
is governed by a board which is directly responsible to the 
Minister of Lands and Regional Development. There are three 
basic organizational levels of the Authority, namely, the 
Head or Federal Office, the State Offices and the District 
Offices. The organizational structure of RISDA at the 
Federal level is as shown in Figure 4. The administration 
of the Authority is divided into two main components. Opera­
tions and Management: 
1. Operations. This is headed by a Deputy Director-
General Operations with five Directors directly 
responsible to him. They are Directors of Replanting, 
Modernization, Estate, Plantation Division, and Sup­
plies and Transport. 
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Figure 4. Organizational structure of Rubber Industry Smallholders Development 
Authority (RISDA) 
(Source: RISDA, 1979, p. 8) 
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2. Management. A total of five Divisions are under the 
jurisdiction of the Deputy Director-General Manage­
ment. These are the Divisions of Administration and 
Personnel, Training and Community Development, 
Finance, Marketing, and Economics, Planning and 
Budgeting. Each of these Divisions has a Director 
as the administrative head. 
Collectively, the Director-General, the two Deputy 
Director-Generals, and the ten Directors are responsible for 
the overall administration and implementation of the functions 
of the Authority. 
The functions and activities of RISDA at the state level 
are organized and executed by the various state and regional 
or district offices located throughout the country. Alto­
gether there are ten RISDA state offices, each being admini­
stered by a State RISDA Officer. Each State RISDA Officer is 
assisted by at least a Deputy and an Assistant RISDA Officer, 
depending on the size of the state and the acreage of rubber 
growing in the state. The organizational structure of the 
RISDA at the state level is as shown in Figure 5. Admini­
stratively, the RISDA Officer is responsible for planning and 
implementing programs related to rubber smallholders, for 
extension works, for regulatory functions in the state, for 
the discipline of the personnel, for preparing annual budget 
estimates, for furnishing quarterly, annual and other reports 
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Figure 5. Organizational structure of Rubber Industry Smallholders Development 
Authority (RISDA) at the state level 
(Source: Tugiman, 1977, p. 8) 
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on the progress of the Authority in the state, and for 
liasoning with the state government and other agencies on the 
implementation of government policies in rural development 
(Tugiman, 1977). 
A Rubber Industry Smallholders Development Authority 
regional or district office is planned to cater 3,000 to 5,000 
smallholdings which occupies 10,000 to 25,000 acres of rubber 
trees (Teh, 1973). The regional or district offices are 
administered by Assistant State RISDA Officers who have several 
RISDA Officers to assist them, depending on the number of 
smallholders and the acreage of rubber in the district. Each 
RISDA Officer supervises four to six Assistant RISDA Officers 
and four to six RISDA Instructors. All these regional or 
district personnel are responsible for conducting extension 
and extension support programs, and for carrying out regula­
tory functions and ancillary activities (Tugiman, 1977). 
As a district supervisor, a RISDA Officer oversees the 
Assistant RISDA Officers and the RISDA Instructors in carrying 
out extension education activities related to rubber produc­
tion, processing and marketing with the objectives of increas­
ing the smallholders' output per unit area of his land, and in 
raising the smallholders' productivity as a member of his com­
munity. The method of approach is through the establishment 
of Smallholders' Development Center in selected rubber growing 
areas to act as a focal point of technical, economic, cultural, 
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and social activities among the smallholders (RISDA, 1977). 
A Smallholder Development Center is made up of an office for 
the extension personnel, processing facilities, a meeting-cum-
training hall, and stores for agricultural inputs and farm 
produce (Abdullah, 1977). The rationale behind the establish­
ment of the Smallholders Development Centers is for integrating 
the various development activities into a 'package deal' with 
the ultimate objective of modernizing the rubber smallholder 
and his family in the locality so that they will benefit the 
various development facilities and services as their counter­
parts in other agricultural sectors. All these are geared 
towards the realization of the" objectives of the New Economic 
Policy among the rubber smallholders. 
Farmers' Organization Authority 
The Farmers' Organization Authority (FOA) was created by 
the Farmers' Organization Act of 1973 for the main purpose of 
acting as a vehicle for providing collaborative linkage between 
agro-based cooperative societies of the Department of Coopera­
tive Development and farmers' associations of the Department 
of Agriculture, by caking over the functions of promoting and 
supervising the two institutions so that all government 
services and assistance for the farmers at the area or district 
level can be coordinated and channelled (Farmers' Organization 
Authority, 1979, p. 1; Fredericks, 1975, p. 76; and Sarji, 
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1977a, p. 29). 
According to the Act, the Farmers' Organization Authority 
is responsible for the following major functions (Fredericks, 
1975, p. 82): 
1. To promote, stimulate, facilitate and undertake 
economic and social development of Farmers' 
Organizations; 
2. To register, control and supervise Farmers' Organiza­
tions and to provide for matters related thereto; 
3. To plan and undertake such agricultural development 
within a declared Farmers' Development Area; and 
4. To control and coordinate the performance of the 
aforesaid activities. 
The Farmers' Organization Act also defines the following 
objectives for a farmers' organization (Sarji, 1978, p. 2-3): 
1. To provide extension services and training facili­
ties to farmers so as to equip them with technology 
essential for the advancement of agriculture, horti­
culture, animal husbandary, home-economics, agri­
business and other commercial enterprises; 
2. To expand agricultural production amongst farmers 
and smallholders so as to promote greater diversifi­
cation and commercialization of agriculture and to 
expand and promote agri-business; 
3. To make available farm supplies and daily necessi­
ties including other facilities required for 
progressive farming and better rural living; 
4. To provide farm mechanization facilities and services 
necessary in modernizing farming operations; 
5. To provide credit facilities and services and to 
promote greater investment in agricultural and 
economic pursuits; 
6. To promote, encourage, facilitate and offer services 
for rural savings; 
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7. To provide marketing services, storage, drying 
complexes, warehousing and other facilities; 
8. To operate and provide transportation facilities 
to enhance agricultural marketing and related 
operations ; 
9. To establish and operate processing plants and 
milling complexes necessary for processing of 
garicultural products; 
10. To facilitate capital formation and promote invest­
ment among farmers through equity participation in 
commercial and agri-business venture; 
11. To assist members in acquiring land and to under­
take land development projects for the benefit of 
members ; 
12. To promote and stimulate group action through 
various community projects and facilitate leader­
ship development; and 
13. To provide social services, educational and recrea­
tional facilities to enhance the social advancement 
and wellbeing of farm families. 
Figure 6 shows the organizational structure of the 
Farmers' Organization Authority. Similar to the two statutory 
bodies just discussed, that is the Federal Land Development 
Authority and the Rubber Industry Smallholders Development 
Authority, the Farmers' Organization Authority is governed by 
a Board which reports directly to the Minister of Agriculture. 
The chief executive officer is the Director General who is 
assisted by five Divisional Directors, namely. Directors of 
Organization, Development, Administration and Finance, Planning 
and Research, and Audit. For purpose of decentralization of 
functions, the Federal FOA is linked to eleven State FOA's. 
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Figure 6. The organizational structure of Farmers' Organization Authority (FOA) 
(Source: FOA, 1979, p. 11) 
44 
The State Farmers' Organization is administered by State 
Director of FOA who may or may not be assisted by one or two 
Assistant State Director of FOA, depending on the size of 
each state. Figure 7 shows the organizational set-up of State 
Farmers' Organization Authority. The State FOA office has 
four divisional officers who manned each of four functional 
divisions, namely Organization Affairs and Training, Develop­
ment, Administration and Finance, and Audit. At the grass-
root level of State Farmers' Organization is the Farmers' 
Cooperative or Organization. A General Manager is the chief 
supervisor of a Farmers' Cooperative and he has five Develop­
ment Assistants who look after Farm Production, Agricultural 
Credit, Agribusiness and Processing, Resource Development, and 
Accounts. Figure 8 shows the organizational structure of a 
Farmers' Cooperative. 
The long term policy of the government is to establish a 
network of 210 Farmers' Cooperatives throughout Peninsular 
Malaysia by the end of the Third Malaysia Plan duration, that 
is in 1980, based on the following strategies (Sarji, 1978, 
p. 5) : 
1. The designation of 210 farmers' development area 
in the smallholders sector; each farmers' develop­
ment area covers an agricultural area (rubber, 
coconut, rice, and mixed agriculture areas) roughly 
between 5,000 to 10,000 acres, covering around 
1,500 farm families; 
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2. In each area, there will be only a single coopera­
tive for farmers; this is to be achieved through 
the integration of the local farmer' association 
with the agro-basec cooperative societies to form 
a new farmers' cooperative registered under the 
Farmers' Organization Act, 1973; and 
3. Under the law now is prohibited the registration 
of farmers' association; an agro-based cooperative 
society may be registered, but it is subject to the 
condition that it becomes a unit-member of the 
local farmers' cooperative. 
Using the integrated approach to rural development, 
Farmers' Development Centers have been and will be established 
in each of the Farmers' Development Area to provide the 
administrative infractructures for coordinating all develop­
ment efforts of various agricultural development agencies 
operating in the area (Fredericks, 1975). The Farmers' 
Development Center is the focal point for a host of activities 
planned and implemented in the interest of the farmers in the 
area, and will act as a single channel for providing all 
services and facilities necessary for commercialized agricul­
ture such as sale of farm inputs and equipments, distribution 
and sale of consumer goods, leasing of tractor, transport, 
processing, and credit (Fredericks, 1975; Sarji, 1977b). The 
General Manager and his five Development Assistants, besides 
managing the educational and business activities of the 
Farmers' Cooperative, are also responsible in coordinating 
the functions and services extended to the Farmers' Coopera­
tives by other development agencies through the Farmers' 
Development Center. They thus perform dual functions of 
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administering the Farmers* Development Centers on behalf of 
the Farmers' Organization Authority as well as managing the 
business operations of the Farmers' Cooperative in that area 
(Sarji, 1977b). 
Muda Agricultural Development Authority 
The Muda Agricultural Development Authority (MADA) is an 
autonomous agency established on June 30th, 1970 by an Act of 
Malaysian Parliament. The Authority is entrusted with the 
major functions of (Government of Malaysia, 1972, p. 6): 
1. Planning, stimulating, facilitating and undertaking 
economic and social development in the Muda Irriga­
tion Area; 
2. Planning and undertaking within the Muda Irrigation 
Area such agricultural development as may be 
assigned to it by the State government of the 
states of Kedah and Perlis. 
The Muda Irrigation Area occupies 2 37,000 acres or one-
fourth of total rice-land in Malaysia. It is situated in the 
states of Kedah and Perlis in the northern part of Peninsular 
Malaysia stretching a distance of fifty miles along a twelve-
mile wide of coastal plains (MADA, 1979). Through this proj­
ect, the Malaysian government endeavors to increase rice 
production and to attain national rice self-sufficiency. 
In order to facilitate the implementation of the major 
functions mentioned above, MADA is organized into four main 
divisions (MADA, 1979): 
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1. General Manager's Office. The General Manager's 
Office or the Head Office is responsible for the 
overall administration and coordination of the 
remaining three Divisions, namely the Division of 
Agriculture, Division of Engineering, and Division 
of Industrial Development. 
2. Division of Engineering. This Division is responsible 
for the implementation of the Authority's policies 
concerning water use in the region within the control 
of the Authority, including the maintenance and opera­
tion of physical infrastructures such as dams, reser­
voirs, irrigation canals, drains, et cetera. 
3. Division of Agriculture. This Division is responsible 
for the implementation of the Authority's policies 
concerning the agricultural matters and the develop­
ment of the rice-farmers and their families. 
4. Division of Industrial Development. This Division is 
responsible for implementation of the Authority's 
policies to absorb surplus rural labor which results 
from increasing population pressures and increasing 
agricultural efficiency, and to diversify the sources 
of income of the rural population through agro-based 
industries. 
Briefly, the organizational structure of the Muda Agri­
cultural Development Authority is as shown in Figure 9. 
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Figure 9. Organizational structure of Muda Agricultural Development Authority (MADA) 
(Source: Omar, 1975, p. 7) 
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The MADA's policy of implementing its development pro­
grams is based on motivating, mobilizing, and organizing the 
rice-farmers into dynamic groups which will serve as the 
organic units for development (Office of Project Manager, 
1970). This policy places heavy emphasis on the people, that 
is the rice-farmers and their farm families who are being 
served by the Authority. This 'farmer-oriented' rationale 
uses the Farmers' Associations as the organic unit for regional 
development through deliberate effort of making government 
machinery more accessible to the grass-root level, uniting 
local initiatives and leadership with the technical expertise 
of the Authority and other agencies. Based on the priority 
of the grass-root level or local involvement, the farmers are 
organized to form work groups and Small Agricultural Units 
(SAU's). 
The work groups, which form the smallest unit of agri­
cultural development, are an attempt to organize the farmers 
into some form of social and economic groups on lasting basis 
over and above the family groups. These work groups are 
involved in such activities as farm mechanization, poultry-
rearing, irrigation, and cottage industries like carpentary, 
school-uniform tailoring et cetera (Omar, 1975). 
The scope of organization of a Small Agricultural Unit 
is higher than that of the work group. The Small Agricultural 
Unit, which covers a geographical area of one or more villages. 
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undertakes several functions such as credit-screening, economic 
and business projects, social projects and other activities 
which require contact on community basis (Kin, 1977). 
The Small Agricultural Unit is the smallest unit in the 
locality Farmers' Association, within the three-tiered system 
of the Farmers' Association Organization viz—the locality or 
area Farmers' Association, the State Farmers' Association, and 
the National Farmers' Association. In the MADA's system of 
Farmers' Association, the State Farmers' Association level of 
the National Farmers' Association structure is replaced by 
Coordinating and Serving section of the Division of Agriculture. 
This section offers market information, carries out bulk pur­
chase of inputs, keeps accounting records of all the Farmers' 
Associations, provides auditing services, and furnishes loans 
for small Farmers' Association projects (Omar, 1975). The 
organizational structure of the Farmers' Association in MADA 
is as shown in Figure 10. 
The approach of development in the Muda Irrigation Area 
is through integrated approach, just like the Farmers' Organi­
zation Authority where the Farmers' Development Center is the 
focus of the development activity. Typically, a farmers' 
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(Source: Omar, 1975, p. 20) 
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Associations (and thus Farmers' Development Centers) located 
strategically at various points in the Muda Irrigation Area 
so that agricultural development inputs and services, and 
extension efforts can be easily channelled to promote the 
development of the rice-farmers and their families (Kin, 1977) 
A locality Farmers' Association is manned by a General 
Manager who has four supporting officers, each responsible 
for a specialized function, namely. Credit, Accounting, 
Economics, and Extension. The management structure of the 
Farmers' Association is as shown in Figure 11. It is inter­
esting to note that apart from performing their specific 
functions, all the four officers, including the General Manage 
are allocated specific geographical areas to deal with exten­
sion problems encountered by the farmers in the assigned area, 
and to involve themselves as much as possible in the social 
activities of the farmers and their families (Omar, 1975). 
Agricultural University of Malaysia 
The Agricultural University of Malaysia, locally known as 
Universiti Pertanian Malaysia (UPM) was formally established 
by an Incorporation Order of the Yang Di Pertuan Agong (King) 
in 1971. The Order states that (Government of Malaysia, 1971, 
p. 1) : 
There shall be a higher educational institution 
having the status of a University, which shall 
be a body corporate, for the purpose of 
providing, promoting and developing, higher 
Credit Economic Extension Accounting 
General Manager 
Administration 
Figure 11. The management structure of a locality Farmers' Association in MADA Area 
(Source: Omar, 1975, p. 24) 
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education in the fields of Agriculture, Forestry, 
Veterinary Science, Natural Science, Engineering, 
Sciences, Technology, Social Sciences, Humanities 
and Education as well as to provide for research 
and the accumulation and advancement of knowledge 
and the dissemination of such knowledge in the 
aforesaid fields of study. 
Paragraph 2(b) adds: 
The aforesaid higher education institution shall 
be known by the name and style "Universiti 
Pertanian Malaysia" (Government of Malaysia, 
1971, p. 1). 
The former paragraph emphasizes one vital purpose of the 
University, that is agricultural development through educa­
tion. It clearly unfolds avenues for research and extension. 
The existence of the University is therefore based on three 
basic functions of teaching, research and extension. 
The creation of the Agricultural University of Malaysia 
is a product of the union of Faculty of Agriculture of Uni­
versity of Malaya and the College of Agriculture Malaya. The 
former has been involved in educating young persons at bacca­
laureate and graduate levels for manpower requirement in agri­
cultural administration, agricultural research, and agri­
cultural business, while the latter is responsible for edu­
cating young persons at Diploma level (which is equivalent to 
American Junior College level) to be employed as extension 
supervisors, research assistants, middle level management 
personnel in estates and land development schemes, and other 
similar categories of agricultural workers (Corty and Pesson, 
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1973) . The academic programs of Universiti Pertanian Malaysia 
is thus two-tiered, one at the diploma level and the other at 
degree level. 
The University's first intake of students began in July 
19 73 with three foundation Faculties of Agriculture, Forestry, 
and Veterinary Medicine and Animal Science, and a Division of 
Science admitting a total of 1,559 students into degree pro­
grams in Agriculture, Forestry, and Veterinary Medicine and 
diploma programs in Agriculture, Home Technology, and Science 
with Education (New Straits Times, 1977). Today the number of 
Faculties at the University has increased to nine. The six 
additional Faculties are Resource Economics and Agri-business, 
Science and Environmental Studies, Agricultural Engineering, 
Education, Fisheries, and Center for Extension and Continuing 
Education. Together they offer fourteen degree programs and 
six diploma programs. The University also started its Graduate 
program soon after its establishment (Universiti Pertanian 
Malaysia, 1978). 
As mentioned earlier, the Incorporation Order has accorded 
a special position to extension education in the University 
system. A blueprint for the Organization and Development of 
the University has recommended that a Director of Extension and 
Adult Education be appointed as soon as possible after the 
establishment of the University (Hannah, 1972). In 1976, a 
Center for Extension and Continuing Education, a division with 
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faculty status, was instituted to fulfill the University's in-
campus and off-campus endeavors of extension teaching, research 
and services. Prior to this time all these were under the 
jurisdiction of the Faculty of Agriculture, and later became a 
responsibility of Faculty of Educational Services (presently 
known as Faculty of Education). The objectives of the Center 
are as follows (Center for Extension and Continuing Education, 
1978, p. 15): 
1. To enable the University to carry out its three 
functions—teaching, research and extension 
simultaneously in accordance with its establishment 
policy; 
2. To enable the University to associate itself more 
closely with the rural people and all agencies 
related to agricultural and rural development; 
3. To better understand the rural problems with the 
aim of finding solutions to such problems; 
4. To enable the University to plan out more effective 
research and extension programs; 
5. To enable the University to play a more important 
role in the agricultural development of this 
country through its extension programs conducted 
together with farmers; 
6. To enable the University to carry out its research 
and training programs in extension based on local 
needs; 
7. To enable the University to disseminate new research 
findings to the extension workers throughout the 
country so that they in turn will disseminate them 
to farmers for practical application in the field. 
8. To enable the University to update its inservice 
education program in the field of extension through 
having a close rapport between the Center and the 
farmers as well as with all other extension agencies. 
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The Center is headed by a Director who is supported by 
four Unit Coordinators in planning, implementing and evaluating 
both academic and nonacademic programs of the Center. Each of 
the Unit Coordinator is incharged of a specific Unit; 
(1) Extension and Continuing Education Unit, (2) Development 
Communication Unit, (3) Action Research and Evaluation Unit, 
and (4) Extension Service Unit. The following is a brief 
description of the four Units (Center for Extension and Con­
tinuing Education, 1978); 
1. Extension and Continuing Education Unit. This Unit 
offers core and elective extension courses to students 
from other Faculties at the Diploma and Degree levels. 
It is also involved in providing in-services educa­
tion facilities for all levels of extension personnel 
from government and statutory agencies associated 
with agricultural and rural development such as the 
Department of Agriculture, Department of Community 
Development, Federal Land Development Authority, 
Farmers' Organization Authority, Rubber Industry Small­
holders Development Authority, and other agencies. 
2. Development Communication Unit. Besides offering 
courses in communication to students from other 
Faculties both at the Diploma and Degree levels, this 
Unit is also responsible for publishing extension 
materials, preparing of instructional media, and 
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providing services in graphic arts, photography, and 
operating and maintaining instructional hardwares. 
3. Action Research and Evaluation Unit. This Unit offers 
services to academic staff, administrators and 
students of Universiti Pertanian Malaysia and person­
nel from government and semi-government agencies in 
developing and implementing survey research designs. 
In addition, the Unit also administers University's 
Extension Laboratory. 
4. Extension Service Unit. Basically, this Unit offers 
extension services to farmers and homemakers in 
University Extension Area, supervises extension 
practical experiences for final year students of 
Diploma of Agriculture program, distributes extension 
materials, loans instructional media to various exten­
sion agencies, and offers consultant services in 
technical agriculture subject-matters as well as in 
problem identification, planning, implementing and 
evaluating of extension projects. 
Summary 
There exist in Malaysia a number of agricultural agencies 
for the purpose of promoting and maintaining agricultural and 
rural development programs. These agencies, which have been 
established mostly in the early 1970's, are entrusted with 
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numerous responsibilities of helping specific groups in the 
agricultural sector with developmental endeavors. The Federal 
Land Development Authority is to cater to the settlers in the 
land development schemes; the Rubber Industry Smallholders 
Development Authority to the rubber-smallholders; the Farmers' 
Organization Authority to the members of the Farmers' Organi­
zations; the Muda Agricultural Development Authority to the 
rice-farmers in the Muda Irrigation Scheme; and the Extension 
Branch of the Department of Agriculture to those farmers, 
particularly the rice-farmers who are not served by the other 
four agencies. 
Professional Competencies of Extension Personnel 
A profession implies a set of standards or qualities 
against which the professional must be measured (Strother, 
1977). According to Blauch (1955), there were three main 
distinguishing features of a profession: these were possession 
of a body of knowledge, possession of a set of attitudes, and 
possession of a group of skills or techniques to allow a person 
to perform a particular type of service. Strother (1977) 
stated that there were at least six qualities or standards 
against which professional adult educators could be measured 
or qualities that required continuous cultivation. These 
included art, clarity and simplicity, depth of subject, breadth 
of vision, goal-orientation and rapport. Extension 
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professionals were gauged by the results they helped to 
achieve in terms of the behavioral changes of people and 
changes in their environment and not in the number of meetings 
held or the number of pamphlets distributed (Strother, 1977). 
According to Laidlaw (1962), field extension workers affected 
the degree of success of extension programs; the manner in 
which they approached people, the teaching methods they 
employed, and most important of all, their own attitudes and 
values, determined whether or not their programs and activities 
were truly educational and beneficial to their audience in the 
final analysis. 
Every developing country has some form of organized agri­
cultural extension service. Although it varies in terms of its 
modes of operation, it shares common objectives. According to 
Coombs and Ahmed (19 74, p. 2 7) : 
Its prime objective is to persuade and help 
farmers increase production by adopting 
improved technical practices. Secondarily, 
it seeks to improve rural family life by 
teaching home economics to women, and to 
create modern young farmers through youth 
clubs of the 4-H type. 
Cuyno, Manique and Thomas (1976), in a critique of the Philip­
pines Agricultural Extension System, viewed agricultural exten­
sion as an input into the rural agricultural system so that it 
would be more productive and thus be able to expand human 
opportunities within it so that a better human condition and 
quality of life might be attained. 
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Coombs and Ahmed (1974) also maintained that one of the 
basic needs for improving the farmers and their farm families 
education programs concerned the preservice education and the 
latter inservice training of the extension personnel. Heckel 
et al. (1977, p. 5) stated that: 
The effectiveness of the educational programs of 
Extension depends upon the abilities and skills 
of its staff. Well-qualified personnel with 
the capacity to grow and mature on the job and 
the ability to adjust to changing demands are 
imperative if the Cooperative Extension Service 
is to continue as a vital force in meeting the 
needs of people. 
To be effective, an organization such as the extension 
service must have staff who possess the kinds of competencies 
necessary to achieve its program objectives. Hyatt (1966, 
p. 137-141) identified eleven generalized areas of competence 
relevant to the extension worker's job: 
1. Extension workers need to understand the Cooperative 
Extension Service, its objectives, organization, and 
relationship to the Land-Grant institution; 
2. Extension workers need to know and understand 
technical subject-matter appropriate to their needs 
and the needs of people with whom they work; 
3. Extension workers need to know and understand the 
principles and processes of programming and to have 
a high degree of proficiency in applying these 
concepts ; 
4. Extension workers need to know and understand the 
principles of learning and teaching and to have a 
high degree of proficiency in applying these 
principles ; 
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5. Extension workers need to understand and to have a 
high degree of proficiency in the communication 
process; 
6. Extension workers need knowledge about and under*-
standing of the structure and dynamics of human 
society ; 
7. Extension workers need to understand human develop­
ment processes and to maintain a high degree of skill 
in human relations; 
8. Extension workers need to understand the principles 
of management and to attain a high degree of pro­
ficiency in applying these principles; 
9. Extension workers need to be informed about current 
issues and problem confronting the people and 
proficient in discussing them in an objective and 
informative manner with groups; 
10. Extension workers need to know and understand the 
principles of administration and supervision; and 
11. Extension workers need to know, understand, and be 
proficient in applying the principles and techniques 
of evaluation. 
The National Task Force Report on extension inservice 
training (National Task Force on Cooperative Extension In-
service Training, 1960) listed nine areas of professional 
competencies which were considered important for all extension 
workers. They included: (1) The Cooperative Extension Service; 
(2) human development; (3) program development; (4) educational 
process; (5) social systems; (6) communication; (7) philosophy 
and values; (8) technology? and (9) research and evaluation. 
Leagans (1965) identified the following professional abilities 
as essential to extension agents: (1) understanding the change 
process; (2) knowledge of technology; (3) planning for change; 
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(4) clarifying objectives and goals; (5) understanding the 
relationship between theory and application; (6) providing 
learning experiences and learning situations; (7) skill in 
organizing people; (8) skill in counselling and guidance; 
(9) ability to evaluate the means and ends of extension educa­
tion; and (10) ability to effectively execute the teaching-
community process. 
A review of literature indicated that a professional 
adult educator, such as a county agent should have the follow­
ing attributes (Boone and Quinn, 1974, p. 169-170): 
1. Competence to practice his profession with sufficient 
knowledge and skill to satisfy its requirements; 
2. Social understanding with sufficient breadth to 
place his practice in the context of the society 
which supports it, and to develop capacity for 
leadership in public affairs; 
3. Personality characteristics that make possible 
effective practice and effective living; 
4. Zest for continued study to steadily increase 
knowledge and skill required by practice; and 
5. Competence in conducting or interpreting research 
so that he can add to human knowledge either through 
discovery or application of new truths. 
A Consortium of Florida Adult Educators and Practitioners 
developed eleven key competencies for adult educators in five 
major categories (Mann and Burrichter, 1976). The key compe­
tencies listed according to their categories were as follows: 
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1. Competencies relating to community relations. 
a. Understands the role of adult education within 
the community; and 
b. Understands the interrelationship of the school 
and community in providing for adult education. 
2. Competencies relating to instructional skills. 
a. Facilitates individual adjustment to the changing 
nature of society; and 
b. Uses instructional methods with special relevance 
to and effectiveness for adult learners; and 
c. Assesses learning needs of adult learners. 
3. Competencies relating to understanding the learner. 
a. Demonstrates behaviors which reflect a feeling 
for the dignity and worth of the individual; 
b. Selects conditions which facilitate adult 
learning; and 
c. Continues professional growth. 
4. Competencies relating to interpersonal relationships. 
a. Interacts constructively with adults. 
5. Competencies relating to curriculum knowledge and 
planning. 
a. Develops and organizes curricula reflecting 
needs, interests, expectations, and abilities 
of adult learners; and 
b. Develops appropriate goals and objectives for 
adult programs (Mann and Burrichter, 1976, 
p. 6—11). 
According to Haimann and Hilgert (1977), supervisory 
positions were important levels in any organization because 
they dealt directly with the supervision of people in day-to­
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day activities. Since supervisors' primary responsibilities 
were to get things accomplished with and through the help of 
other persons, they were accountable for managing numerous 
resources, the most crucial of which was human resources. 
Supervisors, thus, need to possess numerous personal and pro­
fessional supervisory skills in order to effectively manage an 
organization, especially on proper utilization of people. 
Haimann and Hilgert (1977, p. 13) stated that: 
Successful supervisors tend to be well-rounded 
individuals from the standpoint of interests 
and aptitudes; they are good communicators; 
they are mentally and emotionally mature; and 
they possess a powerful inner drive and 
personal motivation. Most importantly, they 
tend to rely much more on their supervisory 
and managerial capacities than on their 
technical skills. 
Extension as a profession demands professional compe­
tencies as well as a high level of professional performance. 
Personnel who have the abilities to perform the professional 
tasks in extension education effectively are the best guarantee 
that desired progress will take place. According to Swanson 
(1975, p. 18-20), the extension worker as an educator should 
meet the following criteria: 
1. Be particularly skillful and proficient in his work; 
2. Have a strong sense of public responsibility; 
3. Place service to others higher in importance than 
personal gains; 
4. Be especially dedicated to one's job and what it 
stands for; 
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5. Be essentially self-directing and self-motivated; 
6. Try to continually improve oneself; 
7. Be concerned about, and work toward, the improvement 
of his colleagues' welfare; 
8. Work within acceptable ethnical standards; 
9. Know and be familiar with professional literature 
of the field; 
10. Be willing to change methods of job procedure when 
new information based on research is received; 
11. Believe in the exchange of information; and 
12. Use and understand the specific language employed 
in the profession. 
Collings (1964, p. 3) maintained that: 
To be truly professional, an Extension person 
must take an experimental attitude towards his 
work. He must develop insatiable curiosity as 
to what works and why. He must search 
continually for the better way, see Extension 
work as problem-solving—requiring four "i's": 
integrity, intelligence, ingenuity, and initia­
tive. He will seek more training for the 
personal satisfaction of acquiring knowledge 
and for the privilege of associating with the 
great ideas and people of the world—and not 
solely for the extrinsic values of promotion, 
salary increase, and the like. 
As viewed from the point of professionalism, Davis (1963) 
concluded that the search for competence was an essential 
aspect of extension as a profession, and that without compe­
tence in technical knowledge, in analyzing problems, in 
conducting educational work, extension personnel had little 
claim to being professional—or to public support. 
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An extension supervisor is one who is responsible for 
working with others to increase the effectiveness of the 
organization especially the teaching-learning transaction 
between the agents and the clients. The leadership role is 
one which is very important for an extension supervisor to 
fulfill. This role requires that he has to be more than 
organizers and facilitators of learning. According to Durfee 
(1963, p. 153) extension supervisors must have; 
. . . keen insight and a broad understanding 
of the needs of society. They must have a 
thorough understanding of technical agriculture 
or home economics subject matter and, more 
importantly, must be able to grasp the adjust­
ments which are taking place and which are to 
come. 
He continued to emphasixe that: 
The leadership role requires that the super­
visors take the initiative in bringing together 
staff resources within the university for new 
programs. This role will require them to seek 
new resources among research workers and in 
parts of the university not now active in 
Extension work. They will have the opportunity 
to involve lay people who may not have 
participated in the development of Extension 
programs in the past (Durfee, 1963, p. 153). 
It is apparent that supervisory positions in extension requires 
workers who are widely read in technical fields, exposed to 
frequent opportunities for professional improvement and skill­
ful in challenging others to see new opportunities in the quest 
for new programs. In addition, the supervisors must take the 
lead in providing a pleasant, stimulating and wholesome environ­
ment in which extension workers will want to work and in which 
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they will feel secure. Supervisors also have the responsibil­
ity for seeing that the extension workers have the opportuni­
ties to share ideas and to work together effectively as a 
group by directing and coordinating their efforts towards 
achieving common goals. 
A study related to trained manpower in agriculture in 
Malaysia showed that Agricultural and Extension Education was 
one of the areas of agricultural science in which competencies 
were mentioned to be necessary for 60 to 70 per cent of the 
agricultural job title positions (Corty, 1970). According to 
Mahmud (1975), since the early 1970's, there had been growing 
consciousness to develop the competence of middle level per­
sonnel involved in the planning, supervision and implementation 
of public agricultural programs and projects in Malaysia. A 
report on The National Workshop of Management skills for Middle 
Level Managers in Agriculture indicated that the Workshop 
recommended that appropriate recognition must be conceded to 
the importance of middle level management concepts, knowledge, 
skills and tools for effectual fulfillment of the agricultural 
and rural programs in the country (Department of Agriculture, 
1974b). The Workshop also suggested that the managerial 
competence and confidence of the middle-level managers in 
Malaysia be fortified if they were to be actively involved in 
transforming national policies into useful local implementation 
programs. 
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The Vice-chancellor of the Agricultural University of 
Malaysia in an address at The National Seminar on Effective 
Training of Manpower to Fulfill Needs in Agriculture observed 
that: 
Efforts to raise the standard of agricultural 
education, and effective training to meet the 
needs of trained personnel in agriculture are 
two extremely important factors that must be 
given serious thought not only at the present 
time, but also in the future as long as our 
economy, to a large extent, depends on agri­
culture (Hussein, 1975, p. 10). 
The Seminar, recognizing the importance of agriculture in the 
Malaysian economy and the critical role occupied by agricul­
tural education in satisfying the trained manpower requirement 
needed to implement programs in the context of national agri­
cultural and rural development, among others, recommended that 
trainees from agricultural background and with the right 
interest, attitude and qualifications should be given the 
necessary educational experiences for adequate technical and 
professional requirements (Hussein, 1975). 
Obibuaku (1975) pointed out that the extension staff in 
Nigeria must be adequately equipped not only with knowledge 
about general agriculture, but they also ought to have the 
understanding of sociology, psychology, rural organization, 
leadership qualities, village survey methods and human rela­
tions. All these were important for them to work successfully 
with farmers and rural organizations to collaborate and 
coordinate with staff of other agencies, and to play leadership 
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roles in planning and carrying out rural development programs. 
Summary 
Extension professionals need to have certain competencies 
to perform their work effectively. Since their achievements 
are measured in terms of the behavioral changes of their 
clientele and the changes in their environment, it's imperative 
that they possess not only the competencies related to the 
technical subject matter areas, but equally important are those 
competencies that deal with the human aspects. This seems to 
be the universal requirement for the extension professionals 
both in the developed and developing countries. 
Related Studies 
The review of the literature yielded several related 
studies on training needs and professional competencies of 
extension personnel and similar category of persons that had 
been done in the United States and other countries. The follow­
ing is a selection of those studies. 
Sepulveda (1958) conducted a study to determine the pro­
fessional needs of the Costa Rican extension workers, using a 
questionnaire that was administered directly to 64 extension 
workers. He found that the extension supervisors felt that 
the field extension workers needed more training in subject 
matter of a teaching nature than of a technical nature and in 
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ability items than in knowledge or skill items. A study to 
identify the training needs of Wisconsin County Extension 
personnel by Clark (1960) revealed that leadership, program 
planning and public affairs were areas of greatest importance 
for effective performance of county agents, and that conducting 
programs, evaluation, family living, youth development, and 
farm and home management were of secondary importance. The 
study identified that Wisconsin County Extension personnel 
needed greatest training in public affairs and evaluation, and 
they needed considerable amount of training in the areas of 
program planning, agricultural production and marketing, and 
leadership. 
Santos (1961) studied the inservice training needs of 
agricultural school teachers in the Philippines in six cate­
gorical areas, namely: administration and supervision, general 
education, subject matter content, methods, research and 
experiment, and co-curricular activities. He found that the 
inservice training needs of the six areas were perceived in 
the following order: 
1. Research and experiments; 
2. Subject matter content; 
3. Methods; 
4. Co-curricular activities; 
5. General education; and 
6. Administration and supervision. 
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In a study of training programs for extension field 
workers in Thailand, Smitananda (1961) found that the Thai 
extension field personnel expressed their interests for addi­
tional training needs in professional and human relations 
skills, extension methodology and practices, and technical 
subject matter for improving their professional competence. 
He also found that the extension personnel had two types of 
professional improvement opportunities available: 
1. Graduate study in extension education for all those 
personnel who had college level education in 
technical agriculture. 
2. College education with emphasis on extension for 
those who had high school equivalent qualification. 
Williams (1967) carried out an elaborate study to identify 
the professional training needs of extension agents in Western 
Nigeria for the purpose of developing an extension education 
curriculum at the college level, by using the critical inci­
dent technique. He found that the extension agents expressed 
as fairly distinct behavioral elements which could be grouped 
into five major categories as follows: 
1. Creating appropriate teaching-learning situations 
for clientele; 
2. Planning, organizing, and implementing extension 
programs and projects; 
3. Demonstrating interpersonal relationships with staff 
members within the extension agencies; 
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4. Working with groups of clientele; and 
5. Conducting and organizing training programs for co­
workers and clientele. 
The training needs of the agents were identified using pertinent 
behaviors which were extracted from each of the above five cate­
gories. Williams' study showed that the following training 
needs were essential to the effectiveness of extension agents 
in the Ministry of Agriculture, Western Nigeria; 
1. Teaching-learning theory; 
2. Communication process; 
3. Program planning procedures; 
4. Planned change and change process; 
5. Theory of motivation; 
6. Theory and practice of administration and organization; 
7. Principles of human relations; 
8. Social system, leadership selection and social action 
process ; 
9. Purpose and importance of training; and 
10. Technical knowledge related to agriculture. 
A study on employment characteristics of trained manpower 
in agriculture aimed specifically at verifying the number of 
trained agricultural workers required in Malaysia and deter­
mining the type of training associated with several agricul­
tural job titles, reported that agricultural and extension 
education ranked third in priority in the needed areas of agri­
cultural science instruction (Corty, 1970). The specific 
agricultural and extension subject matter areas in which 
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training was mostly needed were itemized in the following 
order (Corty, 1970): 
1. A pleasant personality; 
2. Appreciation of rural life and problems; 
3. Skills in administration and supervision of personnel; 
4. Knowledge of social and economic factors in rural 
life; 
5. Mastery of communication skills; 
6. Ability to perform simple office procedures; 
7. Ability to maintain desirable public relations 
programs ; 
8. Knowledge of rural dialects; 
9. Extensive knowledge in agricultural subject-matter; 
10. Ability to teach adults effectively; 
11. Skills in preparing and using audio-visuals; 
12. Knowledge of the function and administration of 
cooperative societies; 
13. Skills in accounting, credit, and book-keeping. 
A study which dealt with the perception of training needs 
of Malaysian extension workers by Teh (197 3) concluded that the 
Malaysian extension workers were perceived to need strong 
training in the areas of program planning, agricultural produc­
tion and marketing, rural affairs and development, public 
affairs, leadership development, program execution, youth 
development and family living, and program evaluation. 
Leagans (1974) reported a study on the identification and 
recording of specific key behaviors or actions of professional 
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extension educators which were judged to be critical to the 
effectiveness of their performance in specific units of their 
programs by the use of critical incident technique in 30 
counties in New York state. He mentioned that there were seven 
major functional behavioral areas identified by the county 
extension agents (Leagans, 1974): 
1. Preconditioned or set behavior; 
2. Programming; 
3. Resource mobilization; 
4. Coordination of action; 
5. Providing voluntary leadership; 
6. Influencing clientele evaluation; and 
7. Regulating agency programs and activities. 
Geker (197 6) studied the preservice professional develop­
ment needs of agricultural extension officers in Ghana by 
administering questionnaires to samples of 240 agricultural 
extension officers, 48 agricultural extension supervisors, and 
24 teaching staff of three agricultural colleges. The study 
found that the agricultural extension officers required special 
knowledge of competence in the broad training areas of: 
(1) extension organization and administration; (2) human 
development; (3) educational process; (4) social systems; 
(5) program planning and development; (6) communication; 
(7) effective thinking, (8) technical subject matter, and 
(9) research and evaluation (Geker, 1976) . 
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A study by Baumgardner (1977) to assess the educational 
needs of Kansas youth development professionals, required 
Kansas volunteer youth program coordinators to rate 78 compe­
tency or skill statements on their importance to the respond­
ent's job, and the felt educational needs. Baumgardner found 
that the highest ratings were given to items that dealt with 
volunteer recruitment, education, and coordination; time 
management; counseling skills; personal communication skills; 
human development; group process; and leadership development. 
Kobe (1977) conducted a study to identify competencies 
necessary for adult vocational education instructors of adult 
vocational education courses within Minnesota Area Vocational-
Technical Institutes and local high schools. Teachers and 
administrators were asked to rate each of 111 competencies 
which best indicated their reaction to the desired proficiency 
level for the specific competency with regard to their particu­
lar adult vocational teaching job or their adult vocational 
teachers. It was found that the adult vocational teachers 
rated six competencies assigned to the broad categories of 
instruction-planning, instruction-execution, and special needs 
of adult vocational learners as being high in needed pro­
ficiency. It was also found that the adult vocational admini­
strators indicated that 26 of the competencies were ranked high 
in needed levels of proficiency for adult vocational teachers. 
The largest percentage of highly ranked competencies from the 
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administrator respondents were those categorized under instruc-
tion-execution. 
A study to assess agricultural competencies possessed and 
needed by beginning agricultural workers in Afghanistan by 
Qaderi (1977) required six groups of agriculturalists to 
respond to a list of 60 competencies in four major areas of 
agriculture namely, animal science, plant science, agricultural 
mechanics, and extension education. He found that all the six 
groups of the respondents indicated that the beginning agri­
cultural workers possessed significantly lower levels of 
competencies by total and by each of the four subject areas, 
than were needed. In addition, the study also found that 
administrators rated the possession of competencies signifi­
cantly lower than did either undergraduates or graduates, and 
that farmers rated the need for competencies significantly 
higher than did faculty members, supervisors, graduates and 
undergraduates. 
Tugiman (1977) conducted a study on perceived training 
needs of professionals working in five rubber development 
organizations in Malaysia, namely the Rubber Industry Small­
holders Development Authority, the Federal Land Development 
Authority, the Federal Land Consolidation and Rehabilitation 
Authority, the Malaysian Rubber Development Corporation, and 
the State Economic Development Corporations. He found that, 
overall, areas of rubber production, processing and marketing. 
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program planning, and program execution were ranked as top 
three, while the areas of rural affairs and rural development, 
and family living and youth development were ranked last. He 
concluded that there existed a strong need for training in the 
area of rubber production, rubber processing and marketing, 
program planning, program execution, and program evaluation 
for the professionals working in the five rubber development 
agencies as these areas were perceived as important and needed 
in order for them to perform their jobs effectively (Tugiman, 
1977) . 
Hudson (1978) carried out a study to identify those 
competencies associated with the County Extension Agent's 
community resource development role in Georgia by using the 
critical incident technique and content analysis. He found the 
following four broad categorical functions exhibited by the 
County Extension Agent in the community resource development 
role : 
1. Liason and resource coordination function: organizing, 
coordinating, leading, public relations, communicating, 
allocating resources, forecasting, needs assessment, 
and determining feasibility. 
2. Information development and dissemination function: 
needs assessment, planning, coordinating, motivating, 
communicating, teaching, and leading. 
3. Administration of programs and organizations function: 
coordinating, controlling, managing, interpersonal 
relations, motivating, programming, and counselling. 
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4. Community organization and leadership development 
function: organizing, decision-making, planning, 
evaluating, implementing/initiating, consulting, 
human relations, identifying leaders, and diagnosing. 
Recently, using both personal interview and mailed ques­
tionnaire method of data collection, Sabihi (1978) conducted a 
study to identify and describe the perceived professional edu­
cation training needs of the extension specialists and agents 
in selected Provinces of Iran which were related to areas of 
extension philosophy, organization and administration, program 
planning, teaching-learning process, evaluation, and human 
development and social knowledge. He concluded that generally 
the extension specialists and extension agents expressed some 
need for professional education in performing the items in­
volved in the above six training areas, and that 'program 
planning', and 'extension philosophy, organization and admini­
stration' were the areas perceived by the extension specialists 
and the extension agents respectively, as those in which they 
needed the greatest amount of training. Based on the study, 
he recommended, among other recommendations, that administra­
tive authorities in the Extension Service in Iran should con­
tinue to develop an intensive inservice training program for 
extension specialists and agents so that they will receive 
increasingly more effective educational assistance concerning 
their professional needs in all the six training areas with 
special emphasis on the areas of 'program planning' and 'exten­
sion philosophy, organization, and administration'. 
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Summary 
The review of literatures on related studies has indicated 
that several researchers have identified different competencies 
needed by extension personnel and related persons for effective 
performance in their profession. Of the professional competen­
cies that have been identified, most of them can be categorized 
under the following broad areas: (1) program planning, program 
execution, and program evaluation; (2) administration and 
supervision; (3) public relations and public affairs; 
(4) teaching-learning; (5) communication skills; (6) leadership 
development; (7) research; (8) youth and family development; 
(9) social system and human development; and (10) technical 
subject matter. 
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CHAPTER III. 
METHODS AND PROCEDURES 
The methods and procedures used in this study are pre­
sented under the following six subheadings: 
1. Introduction; 
2. Population of the Study; 
3. Sample of the Study; 
4. Development of the Questionnaire; 
5. Collection of Data; and 
6. Analysis of Data. 
Introduction 
The author, who is on a staff development program study-
leave (a kind of faculty improvement leave) from the Center for 
Extension and Continuing Education, Agricultural University of 
Malaysia at the time of this study, travelled to his home 
country and spent a period of five months, from April to August 
1979, for the data collection and acquisition of relevant 
literatures for this study. Since the author is a staff member 
of the Center, necessary official correspondences and contacts 
related to the data collection were made on his behalf by the 
University officials, namely the Deputy Vice-Chancellor 
(Academics) and the Director of the Center. 
84 
Population of the Study 
The population for this study was agricultural extension 
administrators and agricultural extension supervisors employed 
by the five major agricultural development agencies in West 
Malaysia, namely the Department of Agriculture, the Federal 
Land Development Authority, the Rubber Industry Smallholders 
Development Authority, the Farmers' Organization Authority, and 
the Muda Agricultural Development Authority. These agricultural 
development agencies have been described in Chapter II and the 
population of this study occupy numerous positions in the 
agencies as mentioned on pages 11 and 12. 
This population was selected because people in these posi­
tions have been extensively involved in the rural and agricul­
tural development efforts in the country, and will continue to 
be implicated in these efforts more so in the future due to the 
increased emphasis by the government in developing the rural 
and agricultural sector. It was felt that they were the 
persons who were in the best position to express those profes­
sional extension education competencies that are perceived to 
be important to the performance of agricultural extension 
supervisor, and to be included in the preservice and/or in-
service education programs that prepare persons for agri­
cultural extension supervisor positions. 
Soon after the author's arrival in Malaysia, administra­
tive heads of the five agricultural development agencies were 
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contacted by the Centers' Director through letters, giving 
them the following details: 
1. Title of the study; 
2. Introduction of the author; 
3. Request permission and cooperation to conduct the 
study; 
4. Agency's personnel to be included in the study; 
5. Author's personal visit to the agency's Head Office 
for arrangement of sample selection; and 
6. Enclosure of a draft of the questionnaire. 
A sample of the letter appears in Appendix A. 
To comply with government requirement as stated in 
'Procedures for Conducting Research in Malaysia', the Director-
General of the Socio-economic Research and General Planning 
Unit of the Prime Minister's Department was also approached to 
obtain the necessary official clearance (Appendix B). When an 
agency had consented permission allowing their personnel to 
participate in the study, the researcher visited the agency's 
administrative head or his representative to personally explain 
the purpose and significance of the study and to secure a 
complete list of names and addresses of the agricultural exten­
sion administrators and agricultural extension supervisors in 
the agency. Also during this visit, the author requested a 
cover letter to inform the agency's personnel that the Head 
Office had granted permission to carry out the study (Appendix 
C). This letter was attached together with the research 
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instrument and other necessary documents for mailing to the 
agency's extension administrators and extension supervisors in 
the various State, District and Local Offices throughout West 
Malaysia. 
Appendix D shows a sample of approval letter from the 
RISDA's Director-General, while Appendix E is a letter of 
approval from the Director-General of the Socio-Economic 
Research and General Planning Unit of the Prime Minister's 
Department. For purposes of identification when visiting each 
of the agency's Head Office, the author was issued a research 
pass by the Unit (Appendix F). 
Sample of the Study 
Stratified random sampling procedures were followed to 
select 25 agricultural extension administrators and 25 agri­
cultural extension supervisors from each agency, except the 
extension administrators from the Muda Agricultural Development 
Authority where the entire population of 15 individuals was 
taken due to its small number. Using the list of names of the 
agricultural extension administrators and the agricultural 
extension supervisors obtained from the agencies, the names of 
these personnel were relisted in alphabetical order and 
numbered in sequence. A sample of 25 names was then selected 
from each of the personnel group in each agency, using a table 
of random numbers. A total of 24 0 individuals, that is 115 
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extension administrators and 125 extension supervisors, from a 
population of 900 individuals, were included in this study. 
Development of the Questionnaire 
As this study covered the whole of Peninsular Malaysia, a 
mailed questionnaire was used for the data collection purely 
for economic reasons. Also, it was felt that the respondents 
involved in this study could handle the instrument very well. 
The questionnaire was specifically developed for this study 
using the following process: 
1. A list of 118 professional competencies in the follow­
ing eight agricultural extension areas was compiled 
based on a review of the related literature and 
experience of the researcher; 
1. Program Planning; 
2. Program Implementation; 
3. Program Evaluation; 
4. Leadership Development; 
5. Youth Development; 
6. Public Relations and Rural Affairs; 
7. Supervision and Administration; and 
8. Personal Development and Research. 
Several works done in the United States and developing 
countries were especially used during the compiling 
process (Briceno, 1970; Brumback, Hahn and Edwards, 
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1978; Corty, 1970; Geker, 1976; Itulya, 1973; Mann and 
Burrichter, 1976; Mississippi Cooperative Extension 
Service, 1978; Qaderi, 1977; Teh, 1973; and Tugiman, 
1977). 
A first draft of the questionnaire which consisted of 
tv;o parts was developed. Part I was designed to 
obtain personal characteristics of the respondents 
such as; (1) agency currently employed; (2) major 
job responsibility in the agency employed; 
(3) specific title of job position; (4) present age; 
(5) years of experience in extension or tenure; and 
(6) highest educational qualification. The personal 
characteristics were important to achieve the objec­
tives numbers one, five, and six. 
Part II of the questionnaire contained a listing of 
118 competencies divided into eight categories 
according to the selected agricultural extension 
areas. A 1 to 99-point scale was used to obtain the 
perceived importance for each of competencies from 
the respondent. A scale value of one was used to 
indicate that the competency is "not important," a 
scale value of 50 was used to indicate that the 
competency was "somewhat important," and a scale 
value of 99 was used to indicate that the competency 
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was "very important." The following directions were 
given at the beginning of Part II; 
1) Please read carefully each of the following 
questions on activities related to professional 
education competencies of Malaysian agricultural 
extension supervisors, and then answer all of 
them as instructed below. 
2) In the Importance for Position Performance column 
indicate how important you feel the activity is 
to the performance of an agricultural extension 
supervisor. 
3) In the Importance for Program Inclusion column 
indicate how important you feel the activity is 
for inclusion in preservice and/or inservice 
programs that prepare people for an agricultural 
extension supervisor position. 
4) Please use the following scale for each activity: 
1 10 20 30 40 50 60 70 80 90 99 
Not Somewhat Very 
Important Important Important 
An example was also given to help the respondent 
to use the scale when responding to each of the 
activities. 
The list of 118 professional competencies was mailed 
to a panel of five jury members who were qualified, 
knowledgeable and had long experience in the field of 
extension in Malaysia. Appendix G shows a cover 
letter accompanying the list of professional compe­
tencies that was mailed to a jury member. Due to his 
heavy commitment and his departure for an overseas 
mission, one of the jury members requested that he be 
excluded from the panel. The jury members who responded 
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are as shown in Appendix H. The following directions 
were included at the beginning of the list: 
The following is a list of the professional education 
competencies in agricultural extension education that 
have been compiled based on a review of related 
literatures and the experience of the researcher. 
Please kindly evaluate each of the professional 
competencies as to whether they should be retained, 
revised, or deleted, according to their suitability 
to Malaysian agricultural extension supervisors 
responsibilities. If a competency is to be revised, 
kindly state your suggestions and/or comments in the 
blank space provided at the end of each section. 
Examples were given after the directions to help the 
jury members in their evaluations. 
4. Based on the suggestions and comments of the jury 
members, the first draft of the questionnaire was 
revised and refined into a second draft of the 
questionnaire which by then consisted of 87 items. 
Two additional unrelated activities, namely Activity 
Numbers 56 and 84 were added as a check, thus giving 
a total of 89 competencies. At this stage, the 
questionnaire was translated into Bahasa Malaysia (or 
Malaysian Language) as some of the respondents were 
more proficient in Bahasa Malaysia than English. 
5. The second draft of the questionnaire was pretested 
using a group of RISDA Officers who were attending an 
inservice education program at the Agricultural 
University of Malaysia from May 21 to May 26, 1979. 
It was found that the Officers were able to follow the 
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given instructions and answer the instrument items 
easily. On the average, the officers took thirty-
three minutes to completely answer the questionnaire. 
6. After the pretest, minor alterations were made in 
Part I and Part II. Two final copies of the question­
naire were prepared; one in English and the other in 
the Malaysian Language. Appendix I illustrates the 
two versions of the questionnaire. Copies to be used 
in the study were then printed using facilities 
available at the Center for Extension and Continuing 
Education, and they were numbered for purpose of 
identification. 
Collection of Data 
As copies of the final instrument were being printed, the 
author approached the Deputy Vice-Chancellor (Academics) of 
the Agricultural University of Malaysia to prepare a cover 
letter to accompany the research instrument (Appendix J). This 
step was taken to emphasize the importance of the study to the 
University, and consequently to obtain a high rate of return 
from the respondents. A copy of the cover letter; a cover 
letter from the appropriate agency; two copies of the question­
naire, one in English and the other in the Malaysian Language; 
and a self-addressed stamped return envelope, were mailed to 
each of the individual in the sample, except those in the Muda 
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Agricultural Development Authority where they were personally 
hand-delivered by the researcher to the respondents because of 
shortage of time. In cases where the full addresses of the 
respondents were not available, they were mailed through the 
respective state offices on the advice of the Head Offices. 
The first mailing of the questionnaire started on June 9, 
1979 and was staggered over a period of two weeks due to 
delays of getting the list of names and addresses from a number 
of the agencies. The data collection in the Muda Agricultural 
Development Authority Area began in the fourth week of June and 
lasted for a period of eight days. 
About two weeks after the first mailing, follow-up letters 
were sent out to nonrespondents. The follow-up letter brought 
to the nonrespondents' attention the importance of their 
responses to the questionnaire that had been mailed to them, 
and that the researcher was anxiously waiting for the completed 
questionnaire. The letter also contained a reminder that if 
the questionnaire had been misplaced or lost, another copy 
would be mailed to them upon request. An example of the 
follow-up letter is shown in Appendix K. Thank you letters 
were mailed to agricultural extension administrators and 
agricultural extension supervisors upon receipt of their 
completed questionnaire (Appendix L). 
A second follow-up letter was mailed about six weeks after 
the first mailing, to those respondents whose questionnaires 
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had not been received. This second follow-up contained a set 
of two questionnaires, a cover letter from the Deputy Vice-
Chancellor Academics, a cover letter from the appropriate 
agency and a stamped return-addressed envelope, along with a 
letter signed by the Director of the Center and the author 
(Appendix M) requesting their contributions to the research. 
A third mailing and phone-calls were also made to some non-
respondents as an effort to increase the rate of return. 
A total of 204 questionnaires were received back from the 
240 individuals included in the sample. However, four of the 
questionnaires were found to be incomplete, yielding a usable 
response rate of 83.33 percent. Table 1 shows the distribution 
of the usable questionnaires returned by personnel in the five 
agencies. 
Analysis of Data 
The data analysis procedure followed in this study is 
described in the following paragraphs: 
1. As the questionnaires were being received from the 
respondents, they were inspected for missing data. 
All missing data were recorded as such and not 
averaged into the findings. 
2. Due to the precoded nature of the questionnaires, the 
data were directly key-punched into IBM cards for 
processing, and verified for accuracy. 
Table 1. Questionnaires expected and completed by respondent groups 
Agency Staff Number Number Percentage 
position expected completed returned 
Department of Administrator 25 21 84 
Agriculture Supervisor 25 23 92 
Federal Land Administrator 25 18 72 
Development Authority Supervisor 25 15 60 
Rubber Industry Small­ Administrator 25 21 84 
holders Development Supervisor 25 23 92 
Authority 
Farmers' Organization Administrator 25 21 84 
Authority Supervisor 25 22 88 
Muda Agricultural Administrator 15 12 80 
Development Authority Supervisor 25 24 96 
Subtotals Administrator 115 93 80.87 
Supervisor 125 107 85.60 
Total 240 200 83. 33 
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The raw data were transformed to normal deviates to 
increase : 
monotonie relationship between reliability and 
number of categories. Such transformations 
weigh highly response differences in the ends 
of the scale and relatively lowly those in the 
center of the scale. Also, they make the mean 
and variance more nearly independent across 
items (Wolins and Dickinson, 1973, p. 711). 
The transformation process is as follows: 
a. A rating value of one on the response scale in 
the questionnaire was transformed or scaled as 
-2.33, a rating value of 50 as 0.0, and a rating 
value of 99 as 2.33. 
b. The results of the normal deviate transformation 
was multiplied by 100 to eliminate the decimal 
points, giving scores that ranged from -233 to 
+2 3 3 with zero showing average importance. 
c. To obtain all positive numbers, the results were 
added to a constant 500. The new scale ranged 
from 267 representing 'not important', to 500 
representing 'somewhat important', to 733 repre­
senting 'very important'. 
The transformation process was carried out by using 
a FORTRAN WAT FIV Program (Cress, Dirksen and Graham, 
1970). 
A statistical computer program known as SPSS 
(Statistical Package for the Social Sciences) was 
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used for summarizing and analyzing the data. The 
following SPSS Subprograms were used: 
a. FREQUENCIES, CROSSTABS, ONEWAY, and PEARSON 
CORR (Nie et al., 1975). 
b. RELIABILITY (Specht, ca. 1975). 
SPSS Subprograms FREQUENCIES, CROSSTABS, and ONEWAY 
were used to describe the respondents. 
SPSS subprogram RELIABILITY was used to analyze 
consistency of the professional education competencie 
for both the 'importance to position performance' 
responses and the 'importance for inclusion in pre-
service and/or inservice program' responses. 
SPSS subprogram ONEWAY was used to determine differ­
ences in attitudes among the respondents on each of 
the 87, professional education competencies. Scheffe 
post hoc test was used to identify significant dif­
ferences among groups at the .10 level of probability 
SPSS subprogram PEARSON CORR was used to determine 
relationship between importance of professional 
competency categories to position performance and 
importance of the competency categories for program 
inclusion. 
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CHAPTER IV. 
FINDINGS AND DISCUSSION 
The primary purpose of this study was to identify and 
analyze the professional education competencies perceived to 
be important to the performance of Malaysian agricultural 
extension supervisors as felt by selected agricultural exten­
sion administrators and agricultural extension supervisors in 
five selected agricultural development agencies in Malaysia. 
Data collected in this study are organized and presented under 
the following headings: (1) personal characteristics of 
respondents; (2) reliability analysis of scale; (3) importance 
of competencies to the performance of agricultural extension 
supervisors; (4) importance of competencies for the inclusion 
in preservice and/or inservice education programs; (5) relation­
ships between importance of professional competency categories 
to position performance and importance for the inclusion in 
preservice and/or inservice education programs; (6) differences 
in groups' importance ratings of professional competency cate­
gories to position performance; and (7) differences in groups' 
importance ratings of professional competency categories for 
programs inclusion. 
Personal Characteristics of Respondents 
The data presented in Table 2 summarize the number of 
agricultural extension personnel from Department of Agriculture 
Table 2. Number and percentage of respondents by staff positions 
Staff 
positions 
DOA 
No. % 
Employing agencies" 
RISDA 
No. 
FELDA 
No. 
FOA 
No. % 
MADA 
No. % 
Total 
No. 
Agricultural 
Extension 
Administrator 21 47.7 21 47.7 18 54.5 21 48.8 12 33.3 93 46.5 
Agricultural 
Extension 
Supervisor 
Total 
23 52.3 23 52.3 15 45.5 22 51.2 24 66.7 107 53.5 
44 100.0 44 100.0 33 100.0 43 100.0 36 100.0 200 100.0 
Employing agencies: DOA = Department of Agriculture; RISDA = Rubber Industry Smallholders 
Development Authority; FELDA = Federal Land Development Authority; FOA = Farmers' Organization 
Authority; and MADA = Muda Agricultural Development Authority. 
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(DOA), Rubber Industry Smallholders Development Authority 
(RISDA), Federal Land Development Authority (FELDA), Farmers' 
Organization Authority (FOA), and Muda Agricultural Development 
Authority (MADA) who participated in the study. From a total 
of 200 respondents, 93 (46.5 per cent) were extension admini­
strators and 107 (53.5 per cent) were extension supervisors. 
A close examination of the table shows that, with the exception 
of MADA, the ratio of extension administrators to extension 
supervisors from each of the agencies was approximately 1:1, 
as planned at the time of sample selection. 
Personal characteristics of the respondents that were of 
interest in this study were age, tenure (or more specifically 
'experience in extension work') and highest educational qualifi­
cation. Table 3 summarizes the personal characteristics of the 
agricultural extension administrators. It was observed that 
more than two-thirds (68.8 per cent) of the extension admini­
strators were 35 years or younger, and that their mean age was 
33.0 years with a standard deviation of 6.1. This finding was 
expected because (as indicated in Chapter 2) most of the agri­
cultural development agencies where the administrators were 
employed were relatively new agencies. 
The extension administrators of DOA were the youngest 
(mean age of 29.9 years) while those administrators from FELDA 
were the oldest (mean age of 37.9 years) of the five groups. 
It is of interest to note that none of the extension 
Table 3. Personal characteristics of agricultural extension administrators grouped by their 
employing agencies 
Employing agencies^ 
Personal 
characteris tics 
DOA RISDA FELDA FOA MADA Total 
No. % No. % No. % No. % No. % No. % 
Age 
25 years and less 3 14.3 2 9.5 - - - - 1 8.3 6 6.5 
26-30 years 11 52.4 7 33.3 - - 12 57.1 6 50.0 36 38.7 
31-35 years 3 14.3 7 33.3 6 33.3 4 19.0 2 16.7 22 23.6 
36 years and above 4 19.0 5 23.8 12 66.7 5 23.8 3 25.0 29 31.2 
Total 21 100.0 21 100.0 18 100.0 21 100.0 12 100.0 93 100.0 
Mean age 29.9 31.8 37.9 33.1 32.8 33.0 
Standard deviation 4.7 4.9 4.5 6.5 7.2 6.1 
Tenure 
2 years and less 9 42.9 3 14.3 - - 2 9.5 3 25.0 17 18.3 
3-5 years 6 28.6 8 38.1 - - 10 47.6 2 16.7 26 28.0 
6-10 years 2 9.5 6 28.6 10 55.6 3 14.3 6 50.0 27 29.0 
11 years and above 4 19.0 4 19.0 8 44.4 6 28.6 1 8.3 23 24.7 
Total 21 100.0 21 100.0 18 100.0 21 100.0 12 100.0 93 100.0 
Mean tenure 4.7 7.2 11.1 7.6 6.8 7.4 
Standard deviation 4.4 5.3 4.2 6.3 6.2 5.6 
Educational level 
LCE,^bsC/MCE,c 
CA,d etc. 4 22.2 2 9.5 2 16.6 8 8.6 
Diploma in 
Agriculture — — 2 9.5 2 11.1 2 9.5 5 41.7 11 11.8 
Bachelor's degree 16 76.2 15 71.5 11 61.1 15 71.5 5 41.7 62 66.7 
Master's degree 5 23.8 4 19.0 1 5.6 2 9.5 -
- 12 12.9 
Total 21 100.0 21 100.0 18 100.0 21 100.0 12 100.0 93 100.0 
Employing Agencies: DOA = Department of Agriculture; RISDA = Rubber Industry Smallholders 
Development Authority; FELDA = Federal Land Development Authority; FOA = Farmers' Organization 
Authority; and MADA = Muda Agricultural Development Authority. 
^LCE = Lower Certificate of Education. 
^OSC/MCE = Overseas (Cambridge) School Certificate/Malaysian Certificate of Education. 
"^CA = Certificate in Agriculture. 
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administrators of FOA was 25 years or younger and that none of 
the extension administrators in FELDA was 30 years or younger. 
On the average, the extension administrators had 7.4 
years of working experience in extension, with a standard 
deviation of 5.6. The extension administrators of FELDA had 
the longest mean working experience of 11.1 years whereas those 
administrators from DOA had the shortest mean working experience 
(4.7 years with standard deviation of 4.4). It was observed 
that whereas 71.5 per cent of the extension administrators of 
DOA, 52.4 per cent of those of RISDA, 57.1 per cent of those 
of FOA, and 41.7 per cent of those of MADA possessed extension 
working experience of five years or less, none of the exten­
sion administrators of FELDA were in this category. In the 
main, a majority (75,3 per cent) of the administrators had 
experience in extension work for ten years or less. This too, 
was due to the relatively new existence of the agencies as 
mentioned earlier. 
About nine per cent of the extension administrators (8.6 
per cent) possessed educational qualifications of less than 
Diploma in Agriculture (that is Lower Certificate of Education, 
Overseas Cambridge School Certificate/Malaysian Certificate of 
Education, Certificate in Agriculture, and other similar quali­
fications) , 11.8 per cent held Diploma in Agriculture, 66.7 per 
cent held Bachelor's degree and 12.9 per cent held Master's 
degree. It was found that with the exception of MADA, an 
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average of 70 per cent of the extension administrators of each 
of the other four agencies were at least holders of Bachelor's 
degree. This finding concurs with the fact that Bachelor's 
degree is the normal minimum qualification for an agricultural 
extension administrator position. 
Table 4 summarizes the personal characteristics of the 
agricultural extension supervisors included in this study. 
Two-thirds (or 66.4 per cent) of the total number of the exten­
sion supervisors were 30 years or younger, 9.3 per cent were 
between 31 to 35 years of age, and 24.3 per cent were 36 years 
or older. The mean age of the extension supervisors was 29.7 
years with a standard deviation of 7.1. This finding satisfies 
the general tenet that supervisors, being junior in position to 
the administrators, are younger than the administrators. 
The data in Table 4 also show that the extension super­
visors of RISDA form the youngest group of the five (mean age 
of 24.1 years) and that none of them are more than 31 years old. 
The extension supervisors of FOA with a mean age of 26.5 years 
were the next older group, followed by those of the DOA (30.8 
years) and HADA (33.8 years). The oldest group of the super­
visors was made up of those of FELDA having a mean age of 34.9 
years. 
Nearly one-fourth of the total number of supervisors (23.4 
per cent) had working experience in extension of two years or 
less, 37.4 per cent had three to five years of experience, 14.0 
Table 4. Personal characteristics of agricultural extension supervisors grouped by their employing 
agencies 
Employing agencies^ 
Personal 
characteristics 
DOA RISDA FELDA FDA MADA Total 
No. % No. % No. % No. % No. % No. % 
Age 
25 years and less 3 13.0 19 82.6 1 6.7 12 54.5 5 20.8 40 37.4 
26-30 years 14 60.9 4 17.4 4 26.7 7 31.8 2 8.3 31 29.0 
31-35 years 2 8.7 - - 2 13.3 2 9.1 4 16.7 10 9.3 
36 years and above 4 17.4 - - 8 53.3 1 4.5 13 54.2 26 24.3 
Total 23 100.0 23 100.0 15 100.0 22 100.0 24 100.0 107 100.0 
Mean age 30.8 24.1 34.9 26,5 33.8 29.7 
Standard deviation 8.8 1.5 5.9 4.2 6.6 7.1 
Tenure 
2 years and less 1 4.3 12 52.2 1 6.7 7 31.8 4 16.7 25 23.4 
3-5 years 13 56.5 11 47.8 2 13.3 12 54.5 2 8.3 40 37.4 
6-10 years 6 26.1 - - 6 40.0 2 9.1 1 4,2 15 14.0 
11 years and above 3 13.1 - - 6 40.0 1 4.5 17 70.8 27 25.2 
Total 23 100.0 23 100.0 15 100.0 22 100.0 24 100,0 107 100,0 
Mean tenure 7.4 2.6 10.3 4.2 12.8 7,2 
Standard deviation 6.3 1.2 5.3 3.9 6.5 6.2 
Educational level 
LCE,^OSC/MCE,^ 
CA.d etc. 1 4.3 - - 11 73.3 4 18.2 18 75.0 34 31.8 
Diploma in 
Agriculture 22 95.7 23 100.0 4 26.7 18 81.8 6 25.0 73 68.2 
Total 23 100.0 23 100.0 15 100.0 22 100.0 24 100.0 107 100.0 
Employing agencies: DCA = Department of Agriculture; RISDA = Rubber Industry Smallholders 
Development Authority; FELDA = Federal Land Development Authority; FOA = Farmers' Organization 
Authority; and MADA = Muda Agricultural Development Authority. 
^LCE = Lower Certificate of Education. 
'^OSC/MCE = Overseas (Cambridge) School Certificate/ Malaysian Certificate Education. 
^CA = Certificate in Agriculture. 
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per cent had six to ten years, and 25.2 per cent had eleven 
years or more. The mean tenure or the experience in extension 
work for the supervisors was 7.2 years with a standard devia­
tion of 6.2. The mean tenure for the RISDA extension super­
visors was 2.6 years and none of them had more than 5 years of 
experience in extension work. The extension supervisors of 
MADA had the longest experience in extension with a mean tenure 
of 12.8 years, the extension supervisors of FELDA had a mean 
tenure of 10.3 years, those of DOA had 7.4 years, and those of 
FOA had 4.2 years. 
The highest educational attainment of the agricultural 
extension supervisors was either Diploma in Agriculture or less 
than Diploma in Agriculture. Sixty-eight per cent of them were 
holders of Diploma in Agriculture (which is the usual job qual­
ification for extension supervisor), and the remaining 32 per 
cent either possessed Lower Certificate of Education, or Over­
seas Cambridge School Certificate/Malaysian Certificate of 
Education, Certificate in Agriculture, or other less than 
Diploma in Agriculture qualifications. It was of interest to 
note that 95.7 per cent of the DOA supervisors, 100 per cent of 
the RISDA supervisors, and 81.8 per cent of the FOA supervisors 
had Diploma in Agriculture; and that 73.3 per cent and 75.0 per 
cent of the supervisors of FELDA and MADA respectively, had less 
than Diploma in Agriculture qualifications. The latter two 
groups of supervisors were appointed to occupy supervisory 
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positions mainly based on their work experience and abilities 
rather than educational qualifications. 
Table 5 is a summary of the personal characteristics of 
the total respondents grouped by their employing agencies. 
Twenty-three per cent of the total respondents were 25 years 
of age or younger, 33.5 per cent were between 26 to 30 years, 
16.0 per cent were between 31 to 35 years and 27.5 per cent 
were 36 years of age or older. The mean age of the respondents 
was 31.2 years with a standard deviation of 6.8. The agri­
cultural extension administrators and agricultural extension 
supervisors of FELDA with mean age of 36.6 years formed the 
oldest group of respondents, while those of RISDA, having a 
mean age of 27.8 years, were the youngest. An analysis of 
variance test applied to the age means of the respondents 
from the five agencies produced an F-value of 11.634 which 
was highly significant. A post hoc comparison (Scheffe test 
at .10 level of probability) revealed that FELDA and MADA 
group means differed significantly from RISDA group mean, and 
that FELDA group mean also differed significantly from FOA 
and DOA group means. 
Forty-two of the 200 respondents in the total sample 
(21.0 per cent) had two or less years of experience in exten­
sion work, 66 respondents (33.0 per cent) had three to five 
years of experience, 42 respondents (21.0 per cent) had six 
to ten years of experience, and 50 respondents (25 per cent) 
Table 5. Personal characteristics of the total respondents grouped by their employing agencies 
Employing agencies^ 
DOA RISDA FELDA FOA MADA Total 
Personal 
characteristics No. % No. % No. % No. % No. % No. °/. 
Age 
25 years and less 6 ]3.6 21 47.7 1 3.0 12 27,9 6 16.7 46 23.0 
26-30 years 25 56.8 11 25.0 4 12,1 19 44,1 8 22.2 67 33.5 
31-35 years 5 11.4 7 15.9 8 24.2 6 14.0 6 16.7 32 16.0 
36 years and above 8 18.2 5 11.4 20 60.6 6 14.0 16 44.4 55 27.5 
Total 44 100.0 44 100.0 33 100.0 43 100.0 36 100.0 200 100.0 
Mean age 30.4 27.8 36.6 29.7 33.5 31.2 
Standard deviation 7.1 5.2 5.3 6.3 6.7 6.8 
F-value 11.634**** (FELDA, MADA > RISDA; FELDA > FOA; FELDA > DOA) 
Tenure 
2 years and less 10 22.7 15 34.1 1 3.0 9 20.9 7 19.4 42 21.0 
3-5 years 19 43.2 19 43.2 2 6.1 22 51.2 4 11.2 66 33.0 
6-10 years 8 18.2 6 13.6 16 48.5 5 11.6 7 19.4 42 21.0 
11 years and above 7 15.9 4 9.1 14 42.4 7 16.3 18 50.0 50 25.0 
Total 44 100.0 44 100.0 33 100,0 43 100.0 36 100.0 200 100.0, 
Mean tenure 6.1 4.8 10.7 5.8 10.4 7.3 
Standard deviation 5.6 4.4 4,7 5.4 6.9 5.9 
y 
F-value 10.026**** (FELDA , MADA > RISDA: ; FELDA, MADA > FOA; FELDA, MADA > DOA) 
Educational level 
LCE,*^OSC/MCE/ 
CA,® etc. 1 2.3 15 45.5 6 14.0 20 55.6 42 21.0 
Diploma in 
Agriculture 22 50.0 25 56.8 6 18.2 20 46.5 11 30.6 84 42.0 
Bachelor's degree 16 36.4 15 34.1 11 33.3 15 34.9 5 13.8 62 31.0 
Master's degree 5 11.4 4 9.1 1 3.0 2 4.7 - - 12 6.0 
Total 44 100.0 44 100.0 33 100.0 43 100.0 36 100.0 200 100.0 
Employing agencies: DOA = Department of Agriculture; RISDA = Rubber Industry Smallholders 
Development Authority; FELDA = Federal Land Development Authority; FOA = Farmers' Organization 
Authority; and MADA = Muda Agricultural Development Authority. 
^Agency means differed significantly at the .10 level of probability. 
c 
LCE = Lower Certificate of Education. 
OSC/MCE = Overseas (Cambridge) School Certificate/Malaysian Certificate of Education. 
e 
CA = Certificate in Agriculture. 
**** 
Significant at the .0001 level of probability. 
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had eleven or more years of experience. It was observed that 
the total respondents had an average of 7.3 years of experi­
ence in extension work with a standard deviation of 5.9, the 
respondents from FELDA was the group with the highest mean 
tenure of 10.7 years, and that those from RISDA had the lowest 
mean of 4.8 years. When an analysis of variance was performed 
to test for differences among the group means, an F-value of 
10.026 was obtained. This indicated that a very highly signif 
icant difference existed among the five group means. Further 
test using Scheffe's method to determine which means were 
significantly different showed that FELDA and MADA group means 
were significantly different from RISDA, FOA and DOA group 
means. 
The educational qualifications of the respondents were 
also studied. The data in Table 5 show that 21.0 per cent of 
all respondents had Lower Certificate of Education, Overseas 
Cambridge School Certificate/Malaysia Certificate of Education 
Certificate in Agriculture, and other less than Diploma in 
Agriculture qualification; 42.0 per cent held Diploma in Agri­
culture; 31.0 per cent were holders of Bachelor's degree; and 
6.0 per cent had finished graduate training at Master level. 
None of the respondents of RISDA and MADA had less than 
Diploma in Agriculture and Master's degree, respectively. It 
was also observed that 2.3 per cent of the respondents from 
DOA, 45.5 per cent of the respondents from FELDA, 14.0 percent 
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of the respondents from FOA, and 55.6 per cent of the respond­
ent from MADA had less than Diploma in Agriculture qualifica­
tion. An analysis of the data further revealed that 50.0 per 
cent of respondents from DOA, 56.8 per cent of respondents 
from RISDA, 18.2 per cent of respondents from FELDA, 46.5 per 
cent of respondents from FOA, and 30.6 per cent of respondents 
from MADA were holders of a Diploma in Agriculture. Together, 
respondents having less than a Diploma in Agriculture and 
Diploma in Agriculture qualification made up nearly two-thirds 
(63 per cent) of the total sample. 
In summary, more than two-thirds of the extension admini­
strators were 35 years of age or younger (mean age 33.0 years), 
three-fourths had 10 years or less experience in extension 
work (mean tenure 7.4 years), and two-thirds had Bachelor's 
degree. Two-thirds of the extension supervisors were 30 years 
or younger (mean age 29.7 years), three-fourths had experienced 
10 years or less working in extension (mean tenure 7.2 years), 
and more than two-thirds possessed Diploma in Agriculture 
qualification. Significant difference was found among the 
groups in age and tenure. The mean age for all respondents 
was 31.2 years. They had 7.3 years of tenure in extension. 
Reliability Analysis of Scale 
The 87 professional education competencies included in 
the instrument used in this study were analyzed to determine 
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to what extent they measured the same underlying construct 
for the set of competency categories. Table 6 shows the 
reliability coefficients (coefficient alpha) for the eight 
competency categories (in which the 87 competencies or items 
were grouped) important to the performance of agricultural 
extension supervisors. The competency category "supervision 
and administration" recorded the highest reliability coeffi­
cient (.937) and the category "public relations and rural 
affairs" had the lowest reliability coefficient (.864). The 
magnitude of the eight reliability coefficients were evidence 
that the competencies in the categories were linearly related. 
The reliability coefficients for the eight competency 
categories important for the inclusion in preservice and/or 
inservice programs that prepare people for agricultural exten­
sion supervisor positions are presented in Table 7. The cate­
gory "supervision and administration" scored the highest 
reliability coefficient alpha of .951, and the lowest relia­
bility coefficient alpha of .912 was observed for the "program 
evaluation" category. The eight high reliability coefficients 
proved that the competencies in the respective categories 
measured the same underlying construct. 
To summarize, it was verified statistically that the 87 
professional education competencies did refer to the same con­
struct for the set of competency categories under which they 
were grouped, for both the importance for position performance 
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Table 6. Summary of reliability analysis of professional 
education competency categories important to the 
performance of agricultural extension supervisors 
Professional education Reliability 
competency categories coefficients 
1. Program Planning 0.911 
2. Program Implementation 0.910 
3. Program Evaluation 0.890 
4. Leadership Development 0.919 
5. Youth Development 0.923 
6. Public Relations and 
Rural Affairs 0.864 
7. Supervision and 
Administration 0.937 
8. Personal Development 
and Research 0.908 
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Table 7. Summary of reliability analysis of professional 
education competency categories important for 
inclusion in preservice and/or inservice programs 
that prepare people for agricultural extension 
supervisor positions 
Professional education Reliability 
competency categories coefficients 
1. Program Planning 0.916 
2. Program Implementation 0.935 
3. Program Evaluation 0.912 
4. Leadership Development 0.945 
5. Youth Development 0.919 
6. Public Relations and 
Rural Affairs 0.920 
7. Supervision and 
Administration 0.951 
8. Personal Development 
and Research 0.918 
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and the importance for program inclusion scales. 
Importance of Competencies to the Performance 
of Agricultural Extension Supervisors 
The second objective of this study was to determine how 
important selected professional education competencies were to 
the performance of agricultural extension supervisors as per­
ceived by agricultural extension administrators and agricul­
tural extension administrators and agricultural extension 
supervisors from DOA, RISDA, FELDA, FOA and MADA. The findings 
will be presented in eight categories; into which the 87 
competencies studied were categorized. 
Transformed scores of 530 or above were regarded by the 
researcher to be in the important range of the scale values. 
This would represent a score of 62 on the questionnaire scale 
used by the respondents to indicate the degree of importance 
they felt about each of the competency. 
Analysis by agency 
The findings and the following discussions will be con­
cerned with importance of the professional competencies to the 
performance of agricultural extension supervisors as per­
ceived by the respondents grouped first by their employing 
agencies (Tables 8 through 15). 
It should be noted that the discussion of the importance 
of the professional competencies as perceived by the respondent 
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groups includes the rank order of the competencies by each 
group. Due to the large number of competencies used in the 
questionnaire, the respondents were not instructed to rank the 
competencies. The competencies were ranked for each of the 
groups by the researcher based on the means. 
The means, standard deviations, ranks and F-values for 
the 14 professional education competencies in the program 
planning category (Category 1) are presented in Table 8. Data 
are presented for the total sample and for each of the employ­
ing agencies. It was observed that all 14 competencies in 
this category had an overall mean score above the "important" 
transformed mean score of 530. Consequently, it can be con­
cluded that all these competencies are important to the per­
formance of agricultural extension supervisors. 
"Analyze farming community situation to identify needs" 
was the competency with the highest overall mean ranking 
(606.9). It was further observed that with the exception of 
respondents from FELDA, who ranked this competency as third 
(598.6), it was ranked first by the other four groups of 
respondents. The highest mean (614.0) for this competency was 
given by respondents from MADA. The agricultural extension 
administrators and agricultural extension supervisors from 
DOA, RISDA and FOA scored 609.4, 609.9 and 601.5,respectively 
for this competency. 
Table 1 
Item 
number 
1 
2 
3 
4 
5 
6 
7 
8 
9 
Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Program Planning) to the performance of 
agricultural extension supervisors, as perccived by the total sample and respondents grouped 
by their employing agencies 
Program planning 
competencies 
Employing agencies 
Overall 1 2 3 4 5 
F-
value 
568.1 576.2 582.1 560.5 587.1 1.350 
42.0 53.5 79.7 58.2 55.1 
11 9 8 10 5 
570.1 601.9 596.6 572.0 588.6 2.627* 
68.5 56.4 52.6 53.6 49.6 
10 3 4 5 3 
577.3 581.5 584.8 565.8 559.1 1.585 
49.5 43.4 64.0 54.6 52.9 
6 8 7 8 14 
609.4 609.9 598.5 601.5 614.0 0.468 
47.1 55.3 64.7 44.1 73.0 
1 1 3 1 1 
591.7 585.2 580.7 581.1 576.2 0.464 
57.9 57.2 67.3 41.0 47.1 
3 7 9 4 7 
591.2 604.8 606.6 582.4 598.5 1.607 
45.5 47.3 58.0 53.5 47.8 
4 2 1 3 2 
585.3 600.3 599.3 585.2 588.4 0.782 
51.6 52.2 55.5 46.8 64.9 
5 4 2 2 4 
576.1 596.1 566.4 566.2 565.9 2.282 
47.0 62.0 66.9 44.7 58.1 
7 5 13 7 12 
597.4 589.5 593.8 562.8 570.5 2.884* 
56.3 48.5 65.7 53.5 64.8 (l>4e) 
2 6 5 9 10 
Organize extension program 
committee. 
M 
Rd 
Involve extension program 
committee and other community 
leaders in the program develop­
ment process (i.e. planning, 
implementation and evaluation). 
Identify and involve appropriate 
resource persons in the program 
development process -
Analyze farming community situation 
to identify needs. 
Assess available community 
resources, facilities, and services. 
Review past programs to identify 
their accomplishments and failures. 
Determine priorities of community 
needs. 
Identify audience (their norms, 
values, attitudes, etc.) for 
specific programs. 
Prepare annual and long-termed 
extension programs. 
573.9 
57.8 
8 
585.1 
58.0 
4 
573.7 
53.0 
10 
606.9 
56.5 
1 
583.4 
54.2 
6 
596.2 
50.6 
2 
591.5 
54.0 
3 
574.9 
56.5 
7 
582.8 
58.5 
5 
10 Relate national objectives to 569. 5 564. 7 576. 1 579. 9 567. 4 560. 1 0. 858 
community extension programs. 53. 
11 
7 55. 
12 
3 49. 
10 
2 61. 
10 
8 40. 
6 
6 62. 
13 
5 
11 State program and teaching 551. 7 553. 2 547. 0 562. 8 541. 5 557. 4 0. 811 
objectives in behavioral terms. 57. 
14 
5 53. 
14 
3 55. 
14 
1 70. 
14 
2 51. 
14 
2 60. 
14 
1 
12 Select program topics and 565. 1 571. 8 560. 0 575. 9 548. 5 573. 6 1. 860 
schedule them on calendar. 54. 
13 
0 45. 
9 
7 41. 
13 
0 64. 
11 
9 53. 
13 
9 63. 
9 
7 
13 Select appropriate learning 573. 8 573. 0 567. 6 575. 9 559. 7 585. 9 2. 248 
experience to achieve desired 50. 5 42. 7 51. 3 64. 9 43. 0 51. 4 
objectives. 9 8 12 11 11 6 
14 Conduct educational program for 567. 0 560. 0 571. 7 574. 3 557. 1 575. 2 0. 653 
members of the extension program 66. 0 66. 9 59. 4 82. 1 57. 4 67. 0 
committee. 12 13 11 12 12 8 
Composite data 577. 2 577. 8 581. 5 583. 8 566. 1 578. 6 1. 280 
38. 8 33. 
4 
9 39. 
2 
0 51. 
1 
2 32. 
5 
3 37. 
3 
4 
Employing agencies: 1 = Department of Agriculture (DOA); 2 = Rubber Industry Smallholders 
Development Authority (RISDA); 3 = Federal Land Development Authority (FELDA); 4 = Farmers' Organiza­
tion Authority (FOA); and 5 = Muda Agricultural Development Authority (MADA). Applies to Tables 8-15 
and 24-31. 
^M = Mean. Applies to Tables 8-39. 
^SD = Standard deviation. Applies to Tables 8-39. 
*^R = Rank of competency mean among all competencies means. Applies to Tables 8-39. 
^Group means differed significantly at the .10 level. Applies to Tables 8-15 and 24-31. 
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"Review past programs to identify their accomplishments 
and failures" ranked second when comparing the overall 
competency group means- It ranked first among competency 
group means for FELDA respondents, second among competency 
group means for DOA and MADA respondents, third among compe­
tency group means for FOA respondents, and fourth among 
competency group means for DOA respondents. 
"Determine priorities of community needs" had an overall 
ranking of third among all competency group means in this 
category. It ranked second in importance for FELDA and FOA 
respondents, fourth in importance for RISDA and MADA respond­
ents, and fifth in importance for DOA respondents. 
There was a general consensus among the five groups that 
the least important competency among these 14 competencies was 
"state program and teaching objectives in behavioral terms." 
The overall mean score for this competency was 551.7. 
"Select program topics and schedule them on calendar" 
ranked thirteenth when comparing the overall competency group 
means. It ranked thirteenth among the 14 competency group 
means for the RISDA and FOA respondents, eleventh for the FELDA 
respondents, and ninth for the DOA and MADA respondent groups. 
"Conduct educational program for members of the extension 
program committee" was the next least important competency. 
It ranked thirteenth among all competencies means for the DOA 
respondents, twelfth among competency group means for FELDA 
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and FOA groups, eleventh for RISDA group, and eighth for the 
MADA respondents. 
When the analysis of variance tests were conducted to 
reflect differences among group means for each of the compe­
tencies, an F-value of 2.627 was found for competency "involve 
in extension program committee and other community leaders in 
program development process." This indicated that there was 
significant difference among the group means for this compe­
tency at the .05 level. However, the Scheffe test failed to 
detect the difference between group means at the .10 level. 
A significant F-value (2.884) was also observed for 
"prepare annual and long termed extension programs," denoting 
a significant difference at the 0.05 level among the five 
group means. The Scheffe test revealed that the DOA group 
mean (597.4) was significantly different from the FOA group 
mean (562.8). 
Analysis of variance tests for the remaining twelve 
competencies revealed no significant difference among the 
group means. It may be concluded that the respondents from, 
the five agencies perceived the twelve competencies to be of 
similar importance to the performance of an agricultural 
extension supervisors. 
Composite means for the category for each group were also 
computed and reported in Table 8. The composite overall mean 
was 577.2. No significant difference existed among the 
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composite means for respondents in the five employing agencies. 
Data in Table 9 display means, standard deviations, ranks, 
and F-values for 14 competencies related to the extension pro­
gram implementation (Category 2). The overall mean scores 
ranged from 563.0 to 599.9, indicating that the respondents 
from the five agencies perceived all the 14 competencies in 
this category to be important to the performance of agri­
cultural extension supervisors. 
Competency item number seven "communicate effectively 
with audience" had the highest overall mean score. This find­
ing indicates that the agricultural extension administrators 
and agricultural extension supervisors from the five agencies 
who participated in this study felt that communication was an 
important competency in the program implementation. This 
finding supports Hyatt's (1966) finding that a high degree of 
proficiency in communications is very relevant to an extension 
worker's job. Further examination of the mean ranking of this 
competency by each of the five groups revealed that it ranked 
first for RISDA, FELDA and FOA respondents, second for DOA 
respondents and fifth for MADA respondents. 
Together, the respondents from the five agencies per­
ceived "provide practical activities for the audience learning" 
as the second most important competency to the performance of 
an agricultural extension supervisors (overall mean score of 
591.7) in the program implementation category. Respondents 
Table ' 
Item 
number 
1 
2 
3 
4 
5 
6 
7 
Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Program Implementation) to the performance 
of agricultural extension supervisors, as perceived by the total sample and respondents 
grouped by their employing agencies 
Program implementation 
competencies 
Employing agencies 
Overall 
F-
value 
Plan and organize the M 582.3 589,5 583.4 586.6 568.9 584.3 
content of an instructional SD*^ 58.8 58.4 60.3 78.5 49.2 46.1 
program. 5 5 6 5 8 4 
0.782 
Select and prepare appropriate 581, 8 590. 1 580. 2 581. 8 574. 5 582,5 0. ,502 
instructional materials. 52. 0 50. 1 47. 7 65. 1 43, 3 56.7 
6 4 9 10 4 6 
Use instructional media and 584. 6 584. 2 587. 8 589. 8 577. 9 584.4 0, .279 
equipments effectively during 53. 9 51. 9 58. 4 60. 1 47. 1 54.3 
teaching. 4 6 4 3 3 3 
Utilize research findings and 570, 0 572. 0 575. 8 572. 6 562. 1 567.3 0 .404 
related literatures in teaching. 54, 0 43. 7 57. 7 58, 8 56, 8 54.8 
12 10 11 14 11 8 
Provide conducive environment 572, 7 573. 0 581. 9 580. 0 565, 4 563.1 1 .010 
for audience learning. 52. 4 46. 8 60, 6 58. ,2 46. 8 48.8 
9 9 8 11 9 11 
Relate learning to immediate 568. 6 576. .6 573, 2 582. 8 563. .4 546.4 2 .498* 
application. 55. ,0 50. ,6 61, 4 56. ,7 44. ,1 57.5 
13 8 13 9 10 14 
Communicate effectively with 599. 9 597. ,0 612. ,0 612, .2 594. 6 583.7 1 .824 
audience. 56, ,1 53, .0 57. ,8 52, .9 46. ,7 67.1 
1 2 1 1 1 5 
8 Apply instructional techniques 579.1 
which utilize talents, abilities, 53.5 
and experiences of audience, 7 
9 Provide practical activities for 591.7 
audience learning. 54.8 
2 
10 Reinforce audience learning with 572.0 
positive attitudes. 54.5 
10 
11 Maintain audience interests in 572.5 
educational activities. 53.8 
8 
12 Provide opportunities for audience 563.0 
self-evaluation. 56.9 
14 
13 Provide continuous feedback to 570.9 
audience on their educational 54.4 
progress. 11 
14 Respond positively to constructive 587.9 
criticism by making appropriate 51.9 
changes. 3 
Composite data 576.9 
35.5 
581.7 583.1 582.9 
46.7 65.2 53.9 
7 7 8 
602.3 596.5 585.8 
50.9 59.0 60.8 
12 7 
559.2 587.9 579.6 
50.2 53.8 60.5 
13 3 12 
571.3 578.3 587.8 
55.0 53.0 65.9 
12 10 4 
556.8 567.7 578.8 
58.6 51.4 53.2 
14 14 13 
566.4 575.4 586.5 
51.4 60.5 60.0 
12 12 6 
590.4 586.5 599.3 
49.3 58.3 53.8 
3 5 2 
579.4 583.5 579.9 
32.8 41.9 56.1 
3 12 
573.5 577.0 0.352 
46.5 54.9 
5 7 
582.4 589.0 0.919 
39.1 64.3 
2 2 
571.0 562.8 1.991 
50.9 56.3 
6 12 
560.9 566.5 1.399 
43.0 51.2 
12 9 
552.1 563.7 1.227 
50.8 63.4 
14 10 
558.6 558.6 1.396 
45.9 45.9 
13 13 
570.5 596.4 1.898 
42.2 52.6 
7 1 
567.7 574.2 1.030 
29.0 36.4 
5 4 
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from DOA scored the highest group mean of 602.3 for this 
competency, and respondents from RISDA, FOA and MADA ranked 
it second in importance. The lowest score was given by the 
FELDA respondents. The third and fourth in importance among 
the 14 competencies were "respond positively to constructive 
criticism by making appropriate changes" and "use instructional 
media and equipments effectively during teaching," which 
received an overall mean score of 587.9 and 584.6 respectively. 
It was observed that competency item number twelve "pro­
vide opportunities for audience self-evaluation" ranked four­
teenth more frequently than any other competency. With the 
exception of respondents from MADA and FELDA who ranked it as 
tenth and thirteenth respectively, respondents from DOA, RISDA 
and FOA ranked it fourteenth (the least in importance). 
"Relate learning to immediate application" was observed 
to be the next least in importance (thirteenth ranking). How­
ever, the analysis of variance evidenced that significant dif­
ferences existed among the five group means (F-value of 2.498, 
P < .05). The Scheffe test failed to show any differences 
between the group mean scores at the .10 level of probability. 
None of the other thirteen competencies had F-values that 
were significant at the .05 level. It was concluded that the 
respondents from the five agencies perceived these thirteen 
competencies to be of similar importance to the performance of 
agricultural extension supervisors. It should be noted that 
124 
nine of these 13 competencies are associated with or placed 
emphasis on audience consideration or participation in program 
implementation. All respondents perceived these audience 
related competencies to be important to the performance of 
agricultural extension supervisors. This is a healthy develop­
ment among the Malaysian extension personnel as it indicates 
that they viewed audience involvement and consideration as 
important in program implementation. This is somewhat a depar­
ture from the traditional concept of extension work in the 
country where programs are centrally planned without giving 
much consideration, if any, to the audience. 
The overall composite mean score for this category was 
576.9 (equivalent to 77 on the original scale), thus reflecting 
the high importance placed by the respondents for this category 
of competencies. Further inspection of the overall composite 
data showed that the respondents from RISDA had the highest 
composite mean score (583.5), followed by respondents from 
FELDA, DOA, MADA and FOA in consecutive descending order. 
Composite and competency means, standard deviations, 
ranks, and F-values for perceived importance of competencies 
in the program evaluation area (Category 3) are presented in 
Table 10. When the overall mean scores for the eight compe­
tencies were examined, it was found that competency item 
number five "utilize results of evaluation and audience feed­
back for planning future programs and modifying existing ones" 
Table 10. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Program Evaluation) to the performance 
of agricultural extension supervisors, as perceived by the total sample and respondents 
grouped by their employing agencies 
Item Program evaluation 
number competencies 
Employing agencies' 
Overall 
F-
value 
Develop criteria for 
evaluation of program. SD^ 
Rd 
574.0 
58.1 
3 
581.1 
52.3 
2 
584.3 
52.0 
2 
596.4 
55.7 
2 
549.5 
52.6 
8 
560.9 
70.0 
7 
4.361** 
(2,3>4e) 
Collect evidence for 
program evaluation. 
573.8 
52.4 
4 
575.8 
57.3 
3 
571.7 
45.0 
5 
597.2 
50.8 
1 
557.6 
49.3 
3 
571.7 
54.7 
3 
2.817* 
(3>4e) 
Compare evidence collected with 
criteria to determine the change. 
568.4 
45.5 
5 
565.7 
50.0 
6 
569.9 
41.4 
7 
585.0 
46.2 
6 
556.4 
40.0 
5 
568.6 
48.0 
5 
1.904 
Assess subsequent changes. 567.9 
47.8 
6 
567.4 
51.9 
5 
572.5 
46.7 
4 
582.2 
52.0 
8 
551.0 
34.8 
7 
569.4 
50.0 
4 
2.219 
(3>4e) 
Utilize results of evaluation and 589.2 598.9 588.0 593.3 579.6 586.1 
audience feedback for planning 52.1 51.3 54.3 56.5 43.4 56.0 
future programs and modifying 111 11 
existing ones. 
0.820 
Prepare program evaluation report. 574.3 
52.6 
2 
572.8 
46.5 
4 
577.3 
58.3 
3 
593.1 
53.4 
4 
556.8 
48.3 
5 
575.5 
52.3 
2 
2.329 
(3>4e) 
Discuss with and disseminate 560.8 546.6 565.5 584.9 554.1 558.3 
evaluation reports to appropriate 57.8 59.5 53.4 56.8 63.7 49.4 
persons and groups. 8 8 8 7 6 8 
2.402* 
Evaluate program activities 
promptly and continuously. 
567.2 
51.1 
7 
557.2 
39.4 
7 
570.6 
54.0 
6 
585.9 
53.9 
5 
561.0 
53.3 
2 
565.3 
52.7 
6 
1.776 
Composite data 566.6 
65.3 
570.7 
38.8 
3 
575.0 
37.2 
2 
587.5 
46.4 
1 
548.5 
75.5 
5 
553.7 
103.8 
4 
2.311 
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had the highest overall mean (589.2). With the exception of 
FELDA respondents, who ranked this competency as third in 
importance (group mean of 593.3), the respondents from the 
other four agencies rated this competency as number one. This 
indicated that they all agreed that this competency was the 
most important competency among the eight competencies in this 
category. The low and nonsignificant F-value also indicated 
that the respondents from the five agencies perceived that 
this competency was of similar importance to the performance 
of agricultural extension supervisors. 
Further inspection of the overall mean scores revealed 
that competency item number six was ranked second (mean of 
574.3), item number one was ranked third (mean of 574.0), and 
item number two was ranked fourth (mean of 573.8). The total 
respondents perceived item number seven "discuss with and dis­
seminate evaluation reports to appropriate persons and groups" 
as the least important (eighth ranking with overall mean of 
560.8). This was closely followed by competency number eight 
(mean score of 567.2) and competency number four (mean score 
of 567.9) which were ranked seventh and sixth in order of 
least importance. 
The analyses of variance indicated that significant dif­
ferences existed among the five groups of respondents for the 
following competencies: 
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Item 1. "Develop criteria for evaluation of program" 
(F-value 4.361, P < .01). Respondents from 
RISDA and FELDA perceived this competency to be 
more important in program evaluation than did 
respondents from FOA. 
Item 2. "Collect evidence for program evaluation" (F-
value 2.817, P < .05). FELDA respondents con­
sidered this competency to be of greater 
importance than did respondents from FOA. 
Item 7. "Discuss with and disseminate evaluation reports 
to appropriate persons and groups" (F-value 
2.402, P < .05). FELDA respondents indicated 
a significantly higher mean rating than did DOA 
respondents for this competency. 
Scheffe test also showed differences in group mean scores 
for competency number four (assess subsequent changes) and 
competency item number six (prepare program evaluation report), 
although analyses of variance failed to detect significant 
differences among the group means. The respondents from FELDA 
indicated that these two competencies were more important in 
program evaluation than did the FOA respondents. 
The composite data showed that program evaluation compe­
tency was perceived to be of similar importance by all the 
five groups of respondents (F-value of 2.311 was not signifi­
cant at the .05 level). 
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Table 11 summarizes competency and composite means, 
standard deviations, ranks, and F-values for perceived impor­
tance of 12 professional education competencies in the 
leadership development (Category 4). A close examination of 
the data showed that the group means ranged from a low of 
554.6 to a high of 605.5. It may be concluded that the 
respondents from the five agencies considered all the 12 
competencies as important to the performance of agricultural 
extension supervisors. 
The overall mean for competency item number one "identify 
and utilize the power structure in a community" was the high­
est (586.8) among all the 12 competency means. Respondents 
from DOA and FOA, RISDA, FELDA, and MADA ranked them as first, 
second, third, and eighth respectively. 
The competency that was observed to be second in impor­
tance was competency number 11 "provide appropriate recogni­
tion to leaders" (overall mean score was 585.7). It was ob­
served that respondents from FELDA, MADA, and FOA who had 
group means of 604.4, 586.0 and 581.8 respectively, placed 
this competency as second in importance to the performance of 
agricultural extension supervisors. Respondents from RISDA 
ranked this competency as third (group mean of 589.6), and DOA 
respondents ranked it as fourth in importance (group mean of 
571. 3) . 
Table 11. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Leadership Development) to the 
performance of agricultural extension supervisors, as perceived by the total sample and 
respondents grouped by their employing agencies 
Employing agencies' 
Item 
number 
Leadership development 
competencies Overall 1 2 3 4 5 
F-
value 
1 Identify and utilize the power 586.8 574.7 591.6 599. 6 592. 0 577. 1 1.244 
power structure in a SD 59.0 46.7 58.3 79. 7 49. 0 61. 1 
community. 1 1 2 3 1 8 
2 Determine leadership pattern 581.2 569.1 585.4 589. 5 580. 2 584. 3 0.996 
for dissemination of 49.5 43.7 51.5 52. 6 47. 1 53. 4 
information. 5 5 5 9 3 3 
3 Involve program committee members 583.3 572.7 592.3 590. 3 579. 7 583. 0 1.033 
and other key individuals in the 50.7 44.7 56.9 58. 5 39. 8 53. 0 
community when recruiting leaders. 4 2 1 8 4 4 
4 Develop job descriptions for 569.3 556.4 570.4 585. 6 564. 3 574. 2 1.845 
leadership positions. 49.7 42.1 58.3 60. 1 37. 6 46. 5 
11 11 12 11 10 11 
5 Apply basic principles of group 566.9 559.1 575.8 574. 8 554. 6 572. 9 1.645 
dynamics and leadership techniques 49.5 45.8 41.5 55. 5 55. 5 47. 5 
during leadership training. 12 9 10 12 12 12 
6 Obtain commitment from leaders 576.9 566.7 577.7 591. 5 575. 8 576. 1 0.998 
regarding resources that they can 53.7 51.4 53.5 51. 7 56. 1 55. 5 
contribute (e.g. time, labor, etc.). 7 6 9 6 6 9 
7 Identify training needs of leaders. 573.3 
55.0 
9 
8 Plan and conduct leadership 575.8 
training courses. 57.1 
8 
9 Assign program responsibilities to 572.6 
leaders. 49.0 
10 
10 Provide continuous support and 583.9 
guidance to leaders. 48.5 
3 
11 Provide appropriate recognition 585.7 
to leaders. 53.1 
2 
12 Evaluate performance of leaders 578.7 
continuously. 53.7 
6 
Composite data 571.9 
69.1 
559.6 578.2 594.5 
42.7 58.6 67.7 
8 8 5 
556.2 583.0 590.9 
49.6 61.6 66.6 
12 7 7 
558.6 574.9 587.3 
46.2 54.7 53.4 
10 11 10 
572.8 583.8 605.5 
41.3 51.8 51.6 
3 6 1 
571.3 589.6 604.0 
44.0 56.2 61.1 
4 3 2 
563.3 585.6 597.8 
50.2 55.3 59.9 
7 4 4 
552.3 582.4 592.6 
91.3 40.5 44.4 
5 2 1 
564.1 575.3 2.353 
51.1 50.4 
11 10 
571.4 581.9 2.152 
53.4 57.1 
7 5 
566.3 580.9 2.125 
41.2 46.0 
9 7 
576.7 586.4 2.543* 
35.8 57.7 (3>ie) 
5 1 
581.8 586.0 1.931 
33.3 66.4 
2 2 
568.1 581.7 2.407* 
44.8 55.6 
8 6 
571.8 563.9 2.039 
30.0 104.3 
3 4 
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Competency number ten in this category "provide continuous 
support and guidance to leaders" was found to have an overall 
mean of 583.9 and was ranked third in importance. When the 
analysis of variance test was conducted to identify differences 
among group means, an F-value of 2.543 (P < .05) was obtained. 
It was concluded that there was significant difference in the 
perception of the importance of this competency among the five 
groups of respondents. The Scheffe test revealed that FELDA 
respondents (group mean of 605.5) perceived this competency as 
more important in performing agricultural extension responsi­
bilities than did DOA respondents (group mean of 572.8). 
"Involve program committee members and other key indi­
viduals in the community when recruiting leaders," competency 
number three, was ranked fourth in importance in this leader­
ship development category. Respondents from RISDA ranked it 
first in importance, those from DOA ranked it second, those 
from FOA and MADA ranked it fourth, and those from FELDA 
ranked it eighth. 
Another significant difference among the group means was 
observed in competency "evaluate performance of leaders con­
tinuously" (F-value 2.407, P < .05). However, the Scheffe test 
failed to detect difference between group means at .10 level of 
probability. It was concluded that the significance observed 
in the F-value was due to the difference between the high group 
mean of 597.8 for the FELDA respondents and the low group mean 
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score of 563.3 for the DOA respondents. 
Overall, the respondents perceived competency number five 
"apply basic principles of group dynamics and leadership 
techniques during leadership training" as the least important 
(twelfth ranking) in this category. Respondents from FELDA, 
FOA and MADA agreed that this competency was the least impor­
tant, whereas respondents from RISDA ranked it tenth and 
respondents from DOA ranked it ninth in importance. 
The respondents indicated that competency "develop job 
descriptions for leadership positions" was the next least 
important (eleventh ranking). Respondents from RISDA felt 
this competency as the least important (twelfth ranking); 
respondents from DOA, FELDA and MADA rated it as the next 
least important (eleventh ranking); and FOA respondents rated 
it tenth in importance. 
No significant difference existed among the composite 
means for respondents in the five employing agencies. 
Table 12 reports a significant difference (F-value 3.250, 
P < .05) among groups for the competency "educate citizenship 
responsibilities to youth," and a significant difference (F-
value 2.565, P < .05) among the five groups for competency 
"relate effectively to youth who come from a variety of 
cultural, economic and social background" within the youth 
development category. The Scheffe test for the first compe­
tency showed the mean for the respondents from FELDA was 
Table 12- Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Youth Development) to the performance 
of agricultural extension supervisors, as perceived by the total sample and respondents 
grouped by their employing agencies 
Item Youth development 
number competencies 
Employing agencies' 
Overall 
F-
value 
M 
SD' 
Rd 
Orientate youth leaders 
to positions they hold. 
Help youth identify their 
personal strengths and 
limitations. 
Apply techniques for helping 
youth solve their problems. 
Conduct youth leadership 
training courses-
Assist youth in their personal 
development. 
Educate citizenship 
responsibilities to youth. 
Relate effectively to youth who 
come from a variety of cultural, 
economic and social background. 
Composite data 
560.5 
57.5 
4 
562.3 
59.5 
2 
566.1 
55.9 
1 
561.0 
64.1 
3 
559.0 
56.0 
6 
548.8 
61.7 
7 
559.7 
6 2 . 8  
5 
552.1 
6 6 . 2  
546.7 
6 0 . 2  
6 
553.0 
71.0 
4 
563.7 
56.8 
1 
554.4 
50.7 
2 
554.0 
55.6 
3 
533.7 
53.1 
7 
547.6 
46.7 
5 
547.0 
47.7 
3 
562.8 
51.0 
2 
562.7 
47.9 
3 
565.0 
53.8 
1 
550.3 
83.4 
6 
550.8 
6 6 . 8  
5 
545.2 
68.3 
7 
552.1 
80.5 
4 
550.2 
64.7 
2 
581.4 
58.3 
5 
588.7 
61.2 
1 
583.4 
65.0 
3 
578.8 
71.6 
6 
581.7 
56.4 
4 
577.4 
58.5 
7 
587.3 
8.4 
2 
557.6 
56.8 
1 
554.3 
59.8 
4 
552.6 
56.1 
5 
563.8 
47.5 
1 
563.5 
52.6 
2 
555.3 
43.6 
3 
535.7 
58.9 
7 
551.8 
52.2 
6 
546.8 
41.5 
4 
562.9 
55.2 
2.5 
560.4 
54.7 
5 
556.9 
57.3 
7 
562.9 
55.9 
2.5 
558.7 
52.0 
6 
561.0 
61.4 
4 
568.1 
65.5 
1 
543.7 
106.0 
5 
1.912 
2.238 
1.071 
1.086 
1.747 
3.250* 
(3>l,4e) 
2.565* 
1.532 
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significantly higher (P < .10) than the means of the respond­
ents from DOA and FOA. It was concluded that the respondents 
from FELDA perceived this competency as being more important 
to the performance of agricultural extension supervisors than 
did the respondents from DOA and FOA. The Scheffe test for 
the second competency failed to detect any significant differ­
ences between group means. 
It was also found that the competency "educate citizen­
ship responsibilities to youth" was felt to be the least 
important among the seven competencies in youth development 
category (overall mean of 548.8). The MADA respondents with 
overall mean score of 561.0 rank this competency fourth in 
importance among the seven competencies. The respondents from 
FELDA, RISDA, FOA and DOA agreed that this competency was 
least important in this category. 
"Assist youth in their personal development" was ranked 
the next least important (sixth ranking) by the respondents 
(overall mean 559.0). The fiADA respondents ranked it sixth, 
the RISDA respondents fifth, the FELDA respondent fourth, and 
the DOA and FOA ranked it third. 
The respondents perceived competency "apply techniques 
for helping youth solve their problems" as the most important 
competency in the youth development category (overall mean of 
566.1). The respondents from DOA, RISDA and FOA concurred 
that this competency was the most important, whereas the 
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respondents from FELDA perceived it to be third in importance 
and the respondents from MADA felt it was the least important 
(seventh ranking). Analysis of variance failed to show 
significant differences among the group means, indicating that 
overall, the respondents perceived this competency to be of 
similar importance to the performance of agricultural exten­
sion supervisors. 
Competency item number two "help youth identify their 
personal strengths and limitations" received an overall rank­
ing of second (overall mean of 562.3). Further observation 
of this competency revealed that the respondents from FELDA 
felt this competency to be the most important, the respondents 
from RISDA rated it as third in importance, the DOA respond­
ents as fourth, and the FOA and MADA respondents as fifth. 
Analysis of variance for this competency failed to show 
significant differences among the five group means. 
The overall composite mean score for this category was 
552.1 and this was observed to be the lowest overall composite 
mean among all the eight category. It may be concluded that 
the respondents felt that this category (youth development) of 
extension program area was the least important. 
Table 13 shows that there was a significant difference 
(F-value 2.470, P < .05) among group means for the competency 
number one "identify individuals and groups whose supports are 
important" in the public relations and rural affairs category. 
Table 13. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Public Relations and Rural Affairs) to 
the performance of agricultural extension supervisors, as perceived by the total sample and 
respondents grouped by their employing agencies 
Employing agencies^ 
Item Public relations and rural F-
number affairs competencies Overall 1 2 3 4 5 value 
1 Identify individuals and 596.9 585.2 601.4 619.7 587. 2 596.6 2.470* 
groups whose supports are SD 54.1 49.2 54.6 60.9 53. 0 49.5 (3>ie) 
important. 1 3 2 1 4 2 
2 Participate in meetings of 585.4 576.7 589.3 590.0 584. 7 587.6 0.463 
relevant groups. 51.1 48.3 54.1 63.4 31. 7 57.9 
5 4 6 4 5 4 
3 Develop and maintain working 594.3 591.9 600.7 597.2 590. 5 591.4 0.280 
relationships with key individuals 53.3 43.7 60.7 59.2 37. 5 65.4 
in community. 3 1 3 3 1 3 
4 Develop and maintain working 553.0 540.5 560.7 568.3 545. 9 553.1 1.812 
relationship with mass media. 52.1 45.1 53.2 58.0 53. 8 48.7 
8 8 8 7 9 8 
5 Write publicity articles. 533.2 538.0 533.9 518.5 527. 2 547.2 1.039 
63.6 44.4 57.1 92.7 28. 2 64.4 
10 10 10 10 10 9 
6 Assemble and up-date addresses 541.1 539.5 551.0 525.1 548. 4 536.7 1.036 
for dissemination of information. 61.8 51.3 53.2 93.9 55. ,2 53.5 
9 9 9 9 8 10 
7 Coordinate programs with other 571.5 569.4 587.5 554.3 577. 3 563.5 1.962 
agencies through appropriate 57.0 49.1 58.3 67.2 57. ,3 50.3 
channels. 7 7 7 8 6 7 
8 Keep community informed about 573.8 
their extension programs. 60.0 
6 
9 Utilize knowledge of rural 594.8 
cultures (such as customs, dialects 56.7 
etc.) when dealing with rural 2 
public. 
10 Keep abreast with relevant develop- 588.3 
ments (such as land code, 59.0 
government policies etc.) 4 
Composite data 573.2 
38.2 
574.2 
6 2 . 6  
6 
590.6 
57.6 
5 
572.9 
58.3 
6 
555.7 
59.3 
7 
575.3 
59.3 
6 
1.873 
588.5 
53.3 
2 
599.7 
62.9 
4 
600.3 
58.7 
2 
588.4 
50.3 
3 
599.2 
59.5 
1 
0.480 
575.9 
48.1 
5 
604.7 
65.3 
1 
586.5 
56.8 
5 
588.9 
62.5 
2 
584.5 
59.2 
5 
1.390 
568.0 
30.9 
5 
581.9 
43.2 
1 
573.3 
48.3 
3 
569.4 
33.6 
4 
573.5 
34.4 
2 
0.885 
(jj 
00 
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The Scheffé test indicated that the FELDA respondents scored 
a significantly higher rating for this competency than did the 
respondents from DOA. It was accordingly concluded that the 
FELDA respondents indicated this competency as being more 
important to the agricultural extension supervisors' perform­
ance than did the DOA respondents. Overall, this competency 
(mean of 596.9) was also rated as the most important of the 
ten competencies in the public relations and rural affairs 
category. 
The nonsignificant F-values for the other nine competen­
cies led to the conclusion that they were perceived to be of 
similar importance to the performance of agricultural exten­
sion supervisors. An examination of the composite data also 
revealed that the respondents felt this category was of 
similar importance to extension supervisors' performance. 
Competency item number five "write publicity articles" 
and competency item number six "assemble and up-date addresses 
for dissemination of information" were rated the least impor­
tant (overall mean of 533.2) and the next least important 
(overall mean of 541.1) by the respondents respectively. A 
probable explanation for this perception was because Malaysian 
extension personnel generally do not recognize these two 
competencies as being part of their professional responsi­
bilities . 
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It is interesting to note that the FELDA and FOA respond­
ents scored group means of 518.5 and 527.2 respectively for 
the least important competency 'write publicity articles', and 
that the FELDA respondents scored a group mean of 525.1 for 
the second least important competency 'assemble and up-date 
addresses for dissemination of information'. These three 
scores were below the important range score of 530, thus 
reflecting their levels of perception for these two competen­
cies. 
Table 14 presents the competency and composite means, 
standard deviations, ranks, and F-values for the importance 
ratings of each competency associated with the supervision and 
administration category when comparisons were made among the 
respondents grouped by their employing agencies. Significant 
differences were observed among the agency respondents for the 
following seven of the twelve competencies: 
Item 4. "Evaluate performance of staff" (F-value 3.30 3, 
P < .05). The mean importance rating of FELDA 
respondents was significantly higher than the 
mean rating for respondents from DOA. 
Item 6. "Provide recognition or criticism to staff when 
it is due" (F-value 2.628, P < .05). A signifi­
cantly higher mean importance rating was 
observed for FELDA respondents than for FOA 
respondents. 
Table 14. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Supervision and Administration) to the 
performance of agricultural extension supervisors, as perceived by the total sample and 
respondents grouped by their employing agencies 
Item Supervision and administration 
number competencies 
Employing agencies' 
Overall 
F-
value 
Plan and organize works of 
staff. 
Rd 
616.4 
54.4 
1 
612.2 
43.3 
1 
617.2 
72.7 
6 
625.3 
53.3 
6 
607.7 
43.4 
1 
622.4 
54.1 
5 
0.661 
2 Assign and explain 
responsibilities to staff. 
614.3 
57.2 
3 
603.6 
49.9 
2 
614.0 
70.8 
7 
630.2 
59.2 
2 
606.9 
47.8 
2 
621.8 
53.9 
6 
1.363 
Coordinate works of staff. 605.9 
55.4 
8 
599.8 
40.5 
3 
606.1 
73.8 
9 
614. 6 
58.6 
11 
596.4 
44.1 
5 
616.2 
49.3 
8 
0.954 
Evaluate performance of staff. 598.0 
60.3 
10 
576.0 
46.4 
10 
603.5 
74.2 
10 
620.3 
61.6 
9 
589.2 
50.9 
8 
607.9 
57.9 
11 
3.303* 
(3>ie) 
5 Communicate effectively with 
staff and others in the office. 
611.0 
56.4 
4 
593.2 
43.0 
6 
619.6 
55.0 
5 
620.5 
65.1 
8 
603.7 
54.8 
4 
621.8 
62.2 
7 
2.128 
6 Provide recognition or criticism 
to staff when it is due. 
604.5 
58.9 
9 
597.2 
55.5 
4 
609.2 
56.6 
8 
627.3 
63.6 
5 
586.0 
56.0 
10 
608.3 
59.6 
10 
2.628* 
(3>4e) 
7 Identify needs and abilities 
of staff. 
597.4 584.7 598.8 622.1 579.4 609.5 3.562** 
58.4 44.9 75.3 57.9 44.1 56.3 (3>l,4e) 
11 9 11 7 11 9 
8 Make effective use of secretary 579.7 
and other office helps, 52.8 
12 
9 Keep and maintain necessary 610.3 
departmental records. 64.5 
5 
10 Prepare and get approval for 607.0 
budget. 69.7 
7 
11 Make effective use of time. 610.0 
67.8 
6 
12 Resolve conflict tactfully. 616.1 
56.5 
2 
Composite data 602.8 
6 2 . 6  
569.1 588.9 587.1 
45.0 58.4 64.0 
12 12 12 
588.4 626.7 617.9 
55.9 63.8 71.7 
7 1 10 
569.6 625.8 628.6 
56.0 59.0 71.1 
11 2 4 
587.6 622.7 629.5 
65.2 69.3 62.2 
8 4 3 
595.2 625.7 634.3 
47.0 60,6 59.6 
5 3 1 
589.7 613,2 621.5 
36.2 52.2 54.5 
4 3 1 
567.2 589.3 1.854 
37.3 56.2 
12 12 
589.8 633,8 4.667** 
61.6 59.2 (2,5>1; 
7 1 5>4®) 
595.9 623.1 6.063** 
63,6 83.4 (2,3, 
6 4 5>ie) 
588.7 628.9 4.265** 
65.0 65.7 
9 2 
606.8 624.3 3.306* 
49.4 60.0 (3>1^) 
3 3 
579.4 617.3 3,697** 
96.6 42.8 (3>4e) 
5 2 
143 
Item 7. "Identify needs and abilities of staff" (F-
value 3.562, P < .01). The mean importance 
ratings of FELDA respondents was significantly 
higher than the mean ratings for the DOA and FOA 
respondents. 
Item 9. "Keep and maintain necessary departmental 
records" (F-value 4.667, P < .01). Scheffe test 
showed that the mean importance ratings for RISDA 
and MADA respondents were significantly greater 
than the mean rating for DOA respondents. Also, 
a significantly higher mean importance rating 
was observed for MADA respondents than for FOA 
respondents. 
Item 10. "Prepare and get approval for budget" (F-value 
6.063, P < .01). The DOA respondents had a 
lower importance rating for this competency than 
did the respondents from RISDA, FELDA and MADA. 
Item 11. "Make effective use of time" (F-value 4.265, 
P < .01). Although a significant F-value was 
observed, no significant difference in pairs of 
means were found using Scheffe test. 
Item 12. "Resolve conflict tactfully" (F-value 3.306, 
P < .05). FELDA respondents indicated a signifi­
cantly higher rating for this competency than did 
respondents from DOA. 
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The composite data also pointed out that there was 
significant difference among the five groups of respondents 
for the importance rating of this competency category (F-value 
3.697, P < .05). The Scheffe test showed that FELDA respond­
ents had a higher importance rating for this professional 
education competency category than the FOA respondents. 
An examination of the overall mean disclosed that compe­
tency item one "plan and organize works of staff" was the most 
important competency in the area of supervision and administra­
tion (overall mean of 616.4); it was closely followed by compe­
tency item 12 "resolve conflict tactfully" with an overall mean 
of 616.1. Competency items two and five were ranked third and 
fourth in importance, respectively. 
The respondents from the five agencies unanimously agreed 
that competency item eight "make effective use of secretarial 
and other office helps" was the least important, ranking 
twelfth for all agencies. Competency item seven "identify 
needs and abilities of staff" with an overall mean of 597.4 
was the next least important competency. 
In the main, it could be concluded that for the category 
'supervision and administration', the respondents perceived 
the importance of the 12 competencies to the performance of 
extension supervisors differently. 
Table 15 summarizes the competency and composite means, 
standard deviations, ranks, and F-values for importance of 
Table 15. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Personal Development and Research) to 
the performance of agricultural extension supervisors, as perceived by the total sample and 
respondents grouped by their employing agencies 
Employing agencies^ 
Item Personal development and F-
number research competencies Overall 1 2 3 4 5 value 
Evaluate personal 
strengths and weaknesses. 
M 
SD^ 
Rd 
602.4 
57.7 
1 
600.6 
42.1 
1 
608.6 
56.5 
3 
615.8 
73.6 
1 
582.1 
53.7 
1 
608.6 
60.6 
1 
2.034 
Develop long-range plan for 
self-professional growth. 
589.3 
61.5 
4 
576.6 
53.5 
4 
603.5 
61.9 
4 
596.6 
67.0 
2 
575.7 
51.8 
3 
596.5 
71.7 
2 
1.843 
Read relevant periodicals and 595.1 587.9 620.8 594.4 577.0 592.1 
publications to keep abreast with 58.8 53.6 58.7 56.2 49.0 69.8 
current research. 2 2 13 2 4 
3.216* 
(2>4e) 
Participate in training conferences, 
workshops etc. 
591.2 
60.3 
3 
584.0 
46.1 
3 
609.7 
66.4 
2 
594.2 
62.9 
4 
573.5 
60.4 
4 
595.1 
61.0 
3 
2.217 
(2>4e) 
Participate in professional 
organizations and their meetings. 
569.5 
59.0 
6 
564.4 
56.0 
7 
582.9 
66.3 
5 
564.8 
60.2  
7 
564.3 
56.9 
7 
569.6 
55.2 
8 
0.775 
Identify problem areas that need 
research in community. 
565.8 
54.7 
8 
559.8 
43.0 
8 
572.4 
59.8 
8 
568.3 
57.3 
6 
555.0 
56.3 
9 
575.6 
56.4 
6 
1.013 
Communicate identified problem 
areas in community to research 
institutions. 
Develop and use simple survey 
research devices (questionnaire, 
interview schedule, etc.). 
Use simple methods of data analysis. 
Interpret and report research 
findings. 
Composite data 
562.7 
59.0 
9 
560.4 
57.2 
10 
572.2 
55.0 
5 
568.4 
60.7 
7 
573.4 
61.2 
556.4 573.0 543.1 
38.3 57.6 69.7 
10 7 10 
557.9 566.8 561.1 
35.3 57.4 69.2 
9 10 8 
568.7 571.6 583.6 
35.6 59.1 63.7 
6 9 5 
571.8 575.3 556.5 
50.7 69.2 70.0 
5 6 9 
571.5 588.4 577.8 
32.6 49.6 52.3 
4 12 
560.9 578.3 2.033 
55.2 71.1 
8 5 
552.1 564.8 0.427 
64.3 59.9 
10 9 
569.0 570.2 0.442 
53.6 63.5 
6 7 
571.7 562.7 0.597 
57.3 56.5 
5 10 
555.1 575.0 1.710 
94.0 56.3 
5 3 
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professional competencies in the 'personal development and 
research' (Category 8) to agricultural extension supervisors' 
performance. Overall, competency item number one "evaluate 
personal strengths and weaknesses" was perceived to be the 
most important of all the ten competencies (mean of 602.4). 
With the exception of RISDA respondents who ranked this compe­
tency as third, all groups ranked it as first. The nonsignifi­
cant F-value for this competency revealed that all five groups 
of respondents felt that this competency was of similar 
importance. 
"Read relevant periodicals and publications to keep 
abreast with current research" ranked second in importance 
(overall mean of 595.1). A significant F-value (3.216, P < 
.05) denoted that there was significant difference among the 
five importance rankings. The Scheffe test revealed that the 
RISDA group mean (620.8) was significantly higher than that of 
the FOA group mean (577.0). This may indicate a lack of 
importance placed on this competency by the FOA respondents. 
Together, the five groups of respondents perceived compe­
tency item four "participate in training conferences, workshops 
etc." as being third in importance. The RISDA respondents 
ranked this competency as second in importance, the respondents 
from DOA and fiADA ranked this as third, and those from FELDA 
and FOA ranked it as fourth. It was observed that although 
the analysis of variance failed to detect any significant 
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differences among the five groups, the Scheffe test revealed 
that the mean for RISDA respondents was significantly higher 
(at .10 level of probability) than the mean for FOA respond­
ents. 
"Develop and use simple survey research devices (question 
naire, interview schedule, etc.)" and "communicate identified 
problem areas in community to research institutions" were per­
ceived to be the least important (tenth) and the next least 
important (ninth) competencies in this category. Competency 
item six and competency item ten (competencies related to 
research) were ranked eight and seventh respectively by the 
total respondents. It can be concluded that the respondents 
perceived competencies related to research as being less 
important than those 'personal development' categories. 
In summary, it can be stated that the respondents from 
DOA, RISDA, FELDA, FOA, and MADA perceived the competencies 
associated with the eight categories to be of similar impor­
tance to the performance of agricultural extension supervisors 
except for the following 19 competencies which showed signifi­
cant (*) or very significant (**) difference in the means: 
1. Involve extension program committee and other 
community leaders in the program development 
process* (Program Planning). 
2. Prepare annual and long-termed extension programs* 
(Program Planning). 
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3. Relate learning to immediate application* (Program 
Implementation). 
4. Develop criteria for evaluation of program** (Program 
Evaluation) . 
5. Collect evidence for program evaluation* (Program 
Evaluation). 
6. Discuss with and disseminate evaluation reports to 
appropriate persons and groups* (Program Evaluation). 
7. Provide continuous support and guidance to leaders* 
(Leadership Development). 
8. Evaluate performance of leaders continuously* 
(Leadership Development). 
9. Educate citizenship responsibilities to youth* 
(Youth Development). 
10. Relate effectively to youth who come from a variety 
of cultural, economic and social background* (Youth 
Development). 
11. Identify individuals and groups whose supports are 
important* (Public Relations and Rural Affairs). 
12. Evaluate performance of staff* (Supervision and 
Administration). 
13. Provide recognition or criticism to staff when it is 
due* (Supervision and Administration). 
14. Identify needs and abilities of staff** (Supervision 
and Administration). 
15. Keep and maintain necessary departmental records** 
(Supervision and Administration). 
16. Prepare and get approval for budget** (Supervision 
and Administration). 
17. Make effective use of time** (Supervision and Admini­
stration) . 
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18. Resolve conflict tactfully* (Supervision and Admini­
stration) . 
19. Read relevant periodicals and publications to keep 
abreast with current research* (Personal Development 
and Research). 
It was also found that with the exception of the 'super­
vision and administration' category, the five groups of 
respondents perceived the other seven categories to be of 
similar importance to the performance of agricultural extension 
supervisors. 
Analysis by position 
Tables 16 through 2 3 summarize the competency and com­
posite means, standard deviations, ranks, and F-values for 
importance of professional education competencies in the eight 
categories to the performance of agricultural extension super­
visors, when comparisons were made among the respondents 
grouped by their staff positions (administrators and super­
visors) . 
A close inspection of the eight tables reveals significant 
differences in the importance perception between the agri­
cultural extension administrators and agricultural extension 
supervisors for only four of the 87 competencies. These 
competencies are as follows: 
Table 16. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Program Planning) to the performance of 
agricultural extension supervisors, as perceived by the total sample and respondents 
grouped by their staff positions 
Item Program planning 
number competencies 
Staff positions' 
Overall 
F-
value 
Organize extension program 
committee. 
M 
SD^ 
Rd 
Involve extension program committee and 
other community leaders in the program develop­
ment process (i.e. planning, implementation 
and evaluation). 
Identify and involve appropriate resource 
persons in the program development process. 
574.0 
57.8 
8 
585.1 
58.0 
4 
573.7 
53.0 
10 
569.7 
56.8 
11 
582.7 
55.2 
5 
573.3 
53.9 
10 
577.7 
58.0 
7 
587.2 
60.5 
4 
574.1 
52.3 
8 
0.935 
0.300 
0.010 
Analyze farming community situation to 
identify needs. 
606.9 
56.5 
1 
598.6 
48.4 
1 
614.1 
62 .0  
1 
3.806 
Assess available community resources, 
facilities, and services. 
583.4 
54.2 
5 
588.0 
50.3 
4 
579.4 
57.3 
6 
1.239 
Review past programs to identify their 
accomplishments and failures. 
596.2 
50.6 
2 
589.8 
46.4 
3 
601.6 
53.6 
2 
2.750 
Determine priorities of community needs 591.5 
54.0 
3 
593.3 
45.9 
9 
589.9 
60.3 
3 
0.205 
8 Identify audience (their norms, values, 
attitudes, etc.) for specific program. 
9 Prepare annual and long-termed extension 
programs. 
10 Relate national objectives to community 
extension programs. 
11 State program and teaching objectives in 
behavioral terms. 
12 Select program topics and schedule them on 
calendar 
13 Select appropriate learning experiences to 
achieve desired objectives. 
14 Conduct educational program for members of the 
extension program committee. 
Composite data 
Staff positions: 1 = Administrator; 2 = Supervisor 
574.9 580.5 
56.5 55.6 
7 7 
582.8 582.3 
58.5 56.5 
6 6 
569.5 575.1 
53.7 48.2 
11 8 
551.7 546.5 
57.5 59.4 
14 14 
565.2 561.0 
54.0 56.5 
13 13 
573.8 573.6 
50.5 46.4 
9 9 
567.0 569.6 
66.0 61.0 
12 12 
577.2 577.4 
38.8 38.7 
2 
570.1 1.691 
57.0 
10 
583.2 0.015 
60.4 
5 
564.5 1.945 
57.8 
13 
556.1 1.387 
55.7 
14 
568.8 1.026 
51.8 
11 
574.0 0.002 
54.0 
9 
564.9 0.252 
70.3 
12 
577.0 0.002 
39.0 
1 
Applies to Tables 16-23 and 32-39. 
Table 17. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Program Implementation) to the 
performance of agricultural extension supervisors, as perceived by the total sample and 
Item 
number 
Program Implementation 
competencies Overall 
Staff positions^ 
1 2 
F-
value 
1 Plan and organize the content of an 
instructional program. SD^ 
Rd 
582.3 
58.8 
5 
585.7 
60.3 
4 
579.4 
57.5 
6 
0.570 
2 Select and prepare appropriate instructional 
materials. 
581.8 
52.0 
6 
581.5 
54.0 
7 
582.1 
50.5 
5 
0.005 
3 Use instructional media and equipments 
effectively during teaching. 
584.6 
53.9 
4 
582.6 
52.2 
5 
586.3 
55.5 
4 
0.242 
4 Utilize research findings and related 
literatures in teaching. 
570.0 
54.1 
12 
571.3 
47.0 
11 
568.8 
59.7 
12 
0,107 
5 Provide conducive environment for audience 
learning. 
572.7 
52.4 
9 
572.1 
52.3 
10 
573.2 
52.8 
10 
0.022 
6 Relate learning to immediate application. 568.6 
55.0 
13 
579.0 
53.0 
8 
559.6 
55.3 
14 
6.349* 
7 Communicate effectively with audience. 599.9 
56.1 
1 
604.1 
54.1 
1 
596.2 
57.7 
1 
0.999 
8 Apply instructional techniques which utilize 
talents, abilities, and experiences of 
audience. 
9 Provide practical activities for audience 
learning. 
10 Reinforce audience learning with positive 
attitudes. 
11 Maintain audience interests in educational 
activities. 
12 Provide opportunities for audience self-
evaluation. 
13 Provide continuous feedback to audience on 
their educational progress. 
14 Respond positively to constructive criticism 
by making appropriate changes. 
Composite data 
579.1 585.5 
53.5 54.1 
7 5 
591.7 595.0 
54.8 51.8 
2 2 
572.0 574.8 
54.5 56.4 
10 9 
572.9 565.7 
53.8 55.7 
8 13 
563.0 562.2 
56.9 59.2 
14 14 
570.9 567.7 
54.4 55.0 
11 12 
587.9 587.7 
51.9 55.1 
3 3 
576.9 576.9 
39.5 45.1 
1.5 
573.7 2.423 
52.7 
8 
588.8 0.616 
57.4 
2 
569.5 0.434 
53.0 
11 
578.4 2.766 
51.6 
7 
563.7 0.029 
55.2 
13 
573.6 0.575 
53.9 
9 
588.1 0.005 
49.2 
3 
576.9 0.0 
34.2 
1.5 
Table 18. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Program Evaluation) to the performance 
of agricultural extension supervisors, as perceived by the total sample and respondents 
grouped by their staff positions 
Staff positions 
Item Program Evaluation 
number competencies Overall 
F-
value 
Develop criteria for evaluation of 
program. 
Collect evidence for program evaluation. 
Compare evidence collected with criteria 
to determine the change. 
Assess subsequent changes. 
Utilize results of evaluation and audience 
feedback for planning future programs and 
modifying existing ones. 
Prepare program evaluation report. 
Discuss with and disseminate evaluation reports 
to appropriate persons and groups. 
Mb 
SD^ 
Rd 
574.0 578.4 570.1 
58.1 57.7 58.4 
3 2 4 
573.8 572.6 574.8 
52.4 54.5 50.8 
4 4 2 
568.4 572.4 564.9 
45.5 48.5 42.8 
5 5 6 
567.9 569.4 566.6 
47.8 49.9 46.2 
6 7 5 
589.2 593.6 585.4 
52.1 54.3 50.0 
1 1 1 
574.3 575.5 573.2 
52.6 50.2 54.8 
2 3 3 
560.8 566.9 555.6 
57.8 61.1 54.6 
8 8 8 
1.007 
0.079 
1.323 
0.155 
1.213 
0.100 
1.887 
Evaluate program activities promptly and 
continuously. 
567.2 
51.1 
7 
570.7 
52.4 
6 
564.1 
50.0 
7 
0.812 
Composite data 566.5 
65.3 
569.5 
64.6 
1 
564.0 
66 .0  
2 
0.348 
Table 19. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Leadership Development) to the 
performance of agricultural extension supervisors, as perceived by the total sample and 
respondents grouped by their staff positions 
Item Leadership Development 
number competencies 
Staff positions' 
Overall 
F-
value 
Identify and utilize the power structure 
in a community. 
M 
SD'^ 
Rd 
786.8 
59.0 
1 
588.1 
57.0 
1 
585.7 
60.9 
2 
0.075 
Determine leadership pattern for 
dissemination of information. 
581.2 
49.5 
577.5 
48.6 
584.5 
50.3 
1.001 
5 5 3 
3 Involve program committee members and other 583. 3 584. 0 582. 8 0. 032 
key individuals in the community when 50. 7 48. 3 52. 9 
recruiting leaders. 4 4 4 
4 Develop job descriptions for leadership 569. 3 571. 0 567. 7 0. 223 
positions. 49. 7 51. 4 48. 5 
11 12 11 
5 Apply basic principles of group dynamics and 566. 9 571. 7 562. 7 1. 671 
leadership techniques during leadership 49. 5 55. 6 43. 3 
training. 12 11 12 
6 Obtain commitment from leaders regarding 576. 9 573. 4 580. 0 0. 725 
resources that they can contribute (e.g. time. 53. 7 54. 8 52. 8 
labor, etc.). 7 9 7 
7 Identify training needs of leaders. 573. 3 575. ,9 571. 1 0. 382 
55. ,0 55. 3 54. 8 
9 8 10 
8 Plan and conduct leadership training 
courses. 
9 Assign program responsibilities to leaders. 
10 Provide continuous support and guidance to 
leaders. 
11 Provide appropriate recognition to leaders. 
12 Evaluate performance of leaders continuously. 
Composite data 
575.8 576.3 
58.2 56.0 
8 7 
572.6 572.2 
49.0 46.8 
10 10 
583.9 587.2 
48.5 45.6 
3 2 
585.7 585.1 
53.1 45.1 
2 3 
578.7 576.7 
53.7 52.4 
6 6 
571.9 572.0 
69.1 71.2 
1 
575.4 0.012 
60.3 
8 
572.9 0.012 
51.0 
9 
581.1 0.767 
50.9 
5 
586.2 0.022 
59.3 
1 
580.5 0.255 
55.1 
6 
571.7 0.0 
67.5 
2 
Table 20. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Youth Development) to the performance 
of agricultural extension supervisors, as perceived by the total sample and respondents 
grouped by their staff positions 
Item 
number 
Youth Development 
competencies Overall 
Staff 
1 
• ^  • a 
positions 
2 
F-
value 
1 Orientate youth leaders to positions 
they hold. SD*^ 
Rd 
560.5 
57.5 
4 
562.4 
56.1 
5 
558.9 
58.9 
4 
0.187 
2 Help youth identify their personal 
strengths and limitations. 
562.3 
59.5 
2 
564.7 
65.3 
3 
560.1 
54.1 
2 
0.292 
3 Apply techniques for helping youth solve 
their problems. 
566.1 
55.9 
1 
567.1 
58.5 
2 
565.2 
53.7 
1 
0.059 
4 Conduct youth leadership training courses. 561.0 
64.1 
3 
567.2 
60.2 
1 
555.5 
67.2 
5 
1.637 
5 Assist youth in their personal development. 559.0 
56.0 
6 
564.4 
54.2 
4 
554.3 
57.3 
6 
1.618 
6 Educate citizenship responsibilities to youth. 548.8 
61.7 
7 
551.8 
59.1 
7 
546.4 
64.0 
7 
0.366 
7 Relate effectively to youth who come from a 
variety of cultural, economic and social 
background. 
559.7 
62.8 
5 
560.4 
57.0 
6 
559.1 
67.8 
3 
0.021 
Composite data 552.1 
66.2 
555.8 
54.3 
1 
548.9 
75.2 
2 
0.524 
Table 21. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Public Relations and Rural Affairs) to 
the performance of agricultural extension supervisors, as perceived by the total sample 
and respondents grouped by their staff positions 
Item Public Relations and Rural Affairs 
number competencies 
Staff positions 
Overall 
F-
value 
Identify individuals and groups 
whose supports are important. 
M 
SD^ 
Rd 
596.9 
54.1 
1 
594.5 
54.8 
1 
599.1 
53.7 
1 
0.349 
2 Participate in meetings of relevant 
groups. 
Develop and maintain working relationships 
with key individuals in community. 
Develop and maintain working relationship 
with mass media. 
Write publicity articles. 
Assemble and up-date addresses for dissemination 
of information. 
Coordinate programs with other agencies through 
appropriate channels 
585.4 574.3 595.0 8.509** 
51.1 45.0 54.2 
5 5 4 
594.3 589.5 598.5 1.424 
53.3 51.9 54.3 
3 3 3 
553.0 556.4 550.0 0.774 
52.1 55.9 48.7 
8 8 8 
533.2 534.2 532.4 0.038 
63.6 67.7 60.0 
10 10 10 
541.1 541.3 540.9 0.002 
61.8 61.9 62.1 
9 9 9 
571.5 569.7 573.2 0.194 
57.0 54.7 59.1 
7 7 7 
8 Keep community informed about their 
extension programs. 
9 Utilize knowledge of rural cultures (such 
as customs, dialects etc.) when dealing 
with rural public. 
10 Keep abreast with relevant developments (such 
as land code, government policies etc.). 
Composite data 
573.8 573.7 
60.0 65.8 
6 6 
594.8 590.3 
56.7 50.2 
2 2 
588.3 583.2 
59.0 58.8 
4 4 
573.2 570.7 
38.2 39.4 
2 
574.0 0.004 
54.8 
6 
598.8 1.125 
61.7 
2 
592.8 1.319 
59.1 
5 
575.4 0.776 
37.1 
1 
o\ 
Table 22. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Supervision and Administration) to the 
performance of agricultural extension supervisors, as perceived by the total sample and 
respondents grouped by their staff positions 
Staff positions^ 
Item Supervision and Administration F-
n umber competencies Overall 1 2 value 
1 Plan and organize works of staff. 
SD^ 
616.4 
54.4 
1 
613.0 
49.9 
1 
619.3 
58.1 
3 
0.677 
2 Assign and explain responsibilities 
to staff. 
614.3 
57.2 
3 
608.9 
52.3 
3 
618.9 
60.9 
4 
1.524 
3 Coordinate works of staff. 605.9 
55.4 
8 
601.8 
49.1 
6 
609.4 
60.3 
9 
0.927 
4 Evaluate performance of staff. 598.0 
60.3 
10 
591.4 
55.6 
11 
603.6 
63.8 
10 
2.026 
5 Communicate effectively with staff and others 
in the office. 
611.0 
56.4 
5 
605.7 
55.8 
5 
615.5 
56.8 
5 
1.504 
6 Provide recognition or criticism to staff 
when it is due. 
604.5 
58.9 
9 
594.8 
60.2 
9 
612.8 
56.8 
6 
4.659* 
7 Identify needs and abilities of staff. 597.4 
58.4 
11 
594.7 
55.7 
10 
599.7 
60.8 
11 
0.358 
8 Make effective use of secretarial and other 
office helps. 
9 Keep and maintain necessary departmental 
records. 
10 Prepare and get approval for budget. 
11 Make effective use of time. 
12 Resolve conflict tactfully. 
Composite data 
579.7 574.2 
52.8 55.9 
12 12 
610.3 598.2 
64.5 68.1 
4 8 
607.0 600.7 
69.7 70.6 
7 7 
610.0 607.3 
67.8 73.2 
6 4 
616.1 611.2 
56.5 56.2 
2 2 
602.8 593.7 
62.6 77.3 
2 
584.5 1.904 
49.8 
12 
620.7 6.147* 
59.7 
1 
612.5 1.410 
68 .8  
7 
612.4 0.285 
63.1 
8 
620.4 1.319 
56.7 
2 
610.8 3.767 
45.0 
1 
Table 23. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Personal Development and Research) to 
the performance of agricultural extension supervisors, as perceived by the total sample 
and respondents grouped by their staff positions 
Item Personal Development and Research 
number competencies Overall 
Staff positions 
1 2 
F-
value 
Evaluate personal strengths and 
weaknesses. 
M 
SD*^ 
Rd 
602.4 
57.7 
1 
597.0 
55.5 
1 
607.1 
59.4 
1 
1.520 
Develop long-range plan for self-
professional growth. 
589.3 
61.5 
4 
581.1 
58.0 
4 
596.3 
63.8 
3 
3.035 
Read relevant periodicals and publications 
to keep abreast with current research. 
595.1 
58.8 
2 
589.4 
57.8 
2 
600.1 
59.5 
2 
1.640 
4 Participate in training conferences, 
workshops, etc. 
591.2 
60.3 
3 
588.0 
57.6 
3 
593.9 
6 2 . 6  
4 
0.488 
5 Participate in professional organizations and 
their meetings. 
569.5 
59.0 
6 
569.8 
61.2 
7 
569.2 
57.3 
7 
0.006 
Identify problem areas that need research in 
community. 
565.8 
54.7 
8 
562.1 
52.1 
9 
569.0 
56.9 
8 
0.795 
Communicate identified problem areas in 
community to research institutions. 
562.7 
59.0 
9 
557.8 
54.9 
10 
567.0 
62.3 
9 
1.205 
Develop and use simple survey research 560.4 562.7 588.4 0.270 
devices (questionnaire, interview schedule, etc.). 57.2 54.4 59.4 
10 8 5 
Use simple methods of data analysis. 572.2 574.4 570.3 0.277 
55.0 58.8 51.7 
5 6 6 
Interpret and report research findings. 568.4 576.7 561.2 3.279 
60.7 62.6 58.2 
7 5 10 
Composite data 573.4 569.1 577.1 0.862 
61.2 72.8 49.1 
2 1 
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1. Competency number six in 'Program Implementation' 
category (Table 17): "Relate learning to immediate 
application" (F-value 6.249, P < .05). The agri­
cultural extension administrators (eighth ranking 
with mean of 579.0) perceived this competency to be 
more important to the performance of agricultural 
extension supervisors than did the agricultural exten­
sion supervisors (fourteenth ranking with mean of 
559.6). It should be noted that this competency was 
also found to show significant difference when it was 
compared among the respondents grouped according to 
their employing agencies. 
2. Competency number two in 'Public Relations and Rural 
Affairs' category (Table 21): "Participate in 
meetings of relevant groups" (F-value 8. 509, P < .01). 
The highly significant F-value denotes that the agri­
cultural extension supervisors (mean of 595.0) per­
ceived this competency to be more important than did 
the agricultural extension administrators (mean of 
574.3). 
3. Competency number six in 'Supervision and Administra­
tion' category (Table 22): "Provide recognition or 
criticism to staff when it is due" (F-value 4.659, 
P < .05). The agricultural extension supervisors 
(sixth ranking and mean of 612.8) perceived this 
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competency to be significantly more important to the 
performance of agricultural extension supervisors 
than did the agricultural extension administrators 
(ninth ranking and mean of 594.8). As seen in 
earlier discussion, significant difference was ob­
served among respondents for this competency when 
they were grouped by their employing agencies. 
4. Competency number nine in 'Supervision and Administra­
tion' category (Table 22): "Keep and maintain 
necessary departmental records" (F-value 6.147, P < 
.05). Again, for this competency, the agricultural 
extension supervisors (first ranking with mean of 
620.7) felt it to be more important than did the 
agricultural extension administrators (eighth ranking 
with mean of 598.2). The earlier finding also indi­
cated that there was significant difference among the 
five agencies for this competency. 
It can be concluded from the above discussion that the 
agricultural extension administrators and agricultural exten­
sion supervisors in Malaysia perceived the other 83 competen­
cies to be of similar importance to the performance of agri­
cultural extension supervisors. 
When the twenty most important professional education 
competencies (ones with highest mean scores) identified by 
agricultural extension administrators were examined, they were 
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found to be in the following order of importance: 
1. Plan and organize works of staff (Supervision and 
Administration). 
2. Resolve conflict tactfully (Supervision and Admini­
stration) . 
3. Assign and explain responsibilities to staff (Super­
vision and Administration). 
4. Make effective use of time (Supervision and Admini­
stration) . 
5. Communicate effectively with staff and others in the 
office (Supervision and Administration). 
6. Communicate effectively with audience (Program 
Implementation). 
7. Coordinate works of staff (Supervision and Admini­
stration) . 
8. Prepare and get approval of budget (Supervision and 
Administration). 
9. Analyze farming community situation to identify needs 
(Program Planning). 
10. Keep and maintain necessary departmental records 
(Supervision and Administration). 
11. Evaluate personal strengths and weaknesses (Personal 
Development and Research). 
12. Provide practical activities for audience learning 
(Program Implementation). 
13. Provide recognition or criticism to staff when it is 
due (Supervision and Administration). 
14. Identify needs and abilities of staff (Supervision 
and Administration). 
15. Identify individuals and groups whose supports are 
important (Public Relations and Rural Affairs). 
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16. Utilize results of evaluation and audience feedback 
for planning future programs and modifying existing 
ones (Program Evaluation). 
17. Determine priorities of community needs (Program 
Planning). 
18. Evaluate performance of staff (Supervision and 
Administration) . 
19. Utilize knowledge of rural cultures (such as customs, 
dialects, etc.) when dealing with rural public 
(Public Relations and Rural Affairs). 
20. Review past programs to identify their accomplish­
ments and failures (Program Planning). 
These twenty competencies came from six different categories, 
namely, three from 'program planning', two from 'program 
implementation", one from 'program evaluation', two from 
'public relations and rural affairs', eleven from 'supervision 
and administration,' and one from 'personal development and 
research'. It was interesting to note that the five most 
important competencies were from 'supervision and administra­
tion' and that eight of the top ten most important competen­
cies were also from this category. These findings indicate 
that the agricultural extension administrators perceived those 
competencies associated with 'supervision and administration' 
category to be most important to the performance of agri­
cultural extension supervisors. 
The twenty most important competencies perceived by the 
supervisors to be important to the performance of agricultural 
extension supervisors were listed below according to their 
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order of importance (mean ratings): 
1. Keep and maintain necessary departmental records 
(Supervision and Administration). 
2. Resolve conflict tactfully (Supervision and Admini­
stration) . 
3. Plan and organize works of staff (Supervision and 
Administration). 
4. Assign and explain responsibilities to staff (Super­
vision and Administration). 
5. Communicate effectively with staff and others in the 
office (Supervision and Administration). 
6. Analyze farming community situation to identify needs 
(Program Planning). 
7. Provide recognition or criticism to staff when it is 
due (Supervision and Administration). 
8. Prepare and get approval for budget (Supervision and 
Administration). 
9. Make effective use of time (Supervision and Admini­
stration) . 
10. Coordinate works of staff (Supervision and Administra­
tion) . 
11. Evaluate personal strengths and weaknesses (Personal 
Development and Research). 
12. Evaluate performance of staff (Supervision and 
Administration). 
13. Read relevant periodicials and publications to keep 
abreast with current research (Personal Development 
and Research). 
14. Identify needs and abilities of staff (Supervision 
and Administration). 
15. Identify individuals and groups whose supports are 
important (Public Relations and Rural Affairs). 
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16. Utilize knowledge of rural cultures (such as customs, 
dialects etc.) when dealing with rural public 
(Public Relations and Rural Affairs). 
17. Develop and maintain working relationships with key 
individuals in community (Public Relations and Rural 
Affairs). 
18. Communicate effectively with audience (Program 
Implementation). 
19. Participate in meetings of relevant groups (Public 
Relations and Rural Affairs). 
20. Keep abreast with relevant developments (such as 
land code, government policies, etc.). 
Like the extension administrators, the extension super­
visors perceived those competencies associated with 'Supervi­
sion and administration' to be in the top twenty. They rated 
these competencies as the top five, and eight of them to be 
among the top ten. Further comparison of the rating of the 
top twenty competencies between the supervisors and the admini 
strators illustrates three points of interests. First, both 
the supervisors and the administrators perceived the same 
eleven competencies from 'supervision and administration' cate 
gory to be among the top twenty. Secondly, both the groups of 
respondents ranked six of the twenty competencies to be in 
identical positions (second, fifth, eighth, eleventh, four­
teenth, and fifteenth). Thirdly, both of the extension 
personnel perceived sixteen similar competencies to be in the 
twenty most important competencies to the extension super­
visors' performance. 
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Besides the 'supervision and administration' related 
competencies, it was also observed that the extension super­
visors perceived five competencies from 'public relations and 
rural affairs' category to be among the most important twenty. 
These observations can lead to the conclusion that the exten­
sion supervisors perceived those competencies associated with 
'supervision and administration' and 'public relations and 
rural affairs' to be very important to the performance of 
agricultural extension supervisors. 
Twenty professional education competencies perceived by 
the agricultural extension administrators to be least important 
to the performance of agricultural extension supervisors are as 
follows (in order of least important); 
1. Write publicity articles (Public Relations and Rural 
Affairs). 
2. Assemble and up-date addresses for dissemination of 
information (Public Relations and Rural Affairs). 
3. State program and teaching objectives in behavioral 
terms (Program Planning). 
4. Educate citizenship responsibilities to youth (Youth 
Development). 
5. Develop and maintain working relationship with mass 
media (Public Relations and Rural Affairs). 
6. Communicate identified problem areas in community to 
research institutions (Personal Development and 
Research). 
7. Relate effectively to youth who come from a variety 
of cultural, economic and social background (Youth 
Development). 
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8. Select program topics and schedule them on calendar 
(Program,Planning). 
9. Identify problem areas that need research in community 
(Personal Development and Research). 
10. Provide opportunities for audience self-evaluation 
(Program Implementation). 
11. Orientate youth leaders to positions they hold (Youth 
Development). 
12. Develop and use simple survey research devices 
(Personal Development and Research). 
13. Assist youth in their personal development (Youth 
Development). 
14. Help youth identify their personal strengths and 
limitations (Youth Development). 
15. Maintain audience interests in educational activities 
(Program Implementation). 
16. Discuss with and disseminate evaluation reports to 
appropriate persons and groups (Program Evaluation). 
17. Apply techniques for helping youth solve their 
problems (Youth Development). 
18. Conduct youth leadership training courses (Youth 
Development). 
19. Provide continuous feedback to audience on their 
educational progress (Program Implementation). 
20. Assess subsequent changes (Program Evaluation). 
The above twenty competencies were made up of seven compe­
tencies from 'youth development' category; three from each of 
'program implementation', 'public relations and rural affairs', 
and 'personal development and research' categories; and two 
from each of 'program planning' and 'program evaluation' cate­
gories. A close examination of the list revealed that three 
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of the five least important competencies were from the 'public 
relations and rural affairs' category, and that all the seven 
competencies in 'youth development' category were perceived to 
be least important. It can be concluded that the extension 
administrators perceived competencies in 'youth development' 
and 'public relations and rural affairs' to be of less import­
ant to the performance of agricultural extension supervisors. 
The following is a list of twenty competencies (in order 
of least important) that were felt by the extension supervisors 
from five agricultural development agencies to be of least 
importance to the performance of agricultural extension super­
visors : 
1. Write publicity articles (Public Relations and Rural 
Affairs). 
2. Assemble and up-date addresses for dissemination of 
information (Public Relations and Rural Affairs). 
3. Educate citizenship responsibilities to youth (Youth 
Development). 
4. Relate effectively to youth who come from a variety 
of cultural, economic and cultural background (Youth 
Development). 
5. Develop and maintain working relationship with mass 
media (Public Relations and Rural Affairs). 
6. Assist youth in their personal development (Youth 
Development). 
7. Conduct youth leadership training courses (Youth 
Development). 
8. Discuss with and disseminate evaluation reports to 
appropriate persons and groups (Program Evaluation). 
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9. State program and teaching objectives in behavioral 
terms (Program Planning). 
10. Orientate youth leaders to positions they hold (Youth 
Development). 
11. Relate learning to immediate application (Program 
Implementation). 
12. Help youth identify their personal strengths and 
limitations (Youth Development). 
13. Interpret and report research findings (Personal 
Development and Research). 
14. Apply basic principles of group dynamics and leader­
ship techniques during leadership training (Leadership 
Development). 
15. Provide opportunities for audience self-evaluation 
(Program Implementation). 
16. Evaluate program activities promptly and continuously 
(Program Evaluation). 
17. Relate national objectives to community extension 
programs (Program Planning). 
18. Conduct educational program for members of the exten­
sion program committee (Program Planning). 
19. Compare evidence collected with criteria to determine 
change (Program Evaluation). 
20. Apply techniques for helping youth solve their 
problems (Youth Development). 
Several similarities can be seen when these twenty compe­
tencies are compared with the twenty least important competen­
cies identified by administrators. First, three of the five 
least important competencies were from the 'public relations 
and rural affairs' category. Secondly, these three competen­
cies had identical degree of importance (or occupy the same 
ranking of first, second and fifth least importance) for the 
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two group of responses. Thirdly, both the administrators and 
supervisors perceived all the seven competencies related to 
'youth development' to be among the twenty least important 
competencies. And finally, both the respondent groups per­
ceived thirteen similar competencies to be in the twenty least 
important competencies to the performance of agricultural 
extension supervisors. It can be concluded that, just like the 
administrators, the supervisors too perceived competencies in 
'youth development' and 'public relations and rural affairs' to 
be of less importance to the performance of extension super­
visors. These findings are anticipated by the researcher as 
these two categories of extension programs do not receive the 
kind of emphasis as others. 
In summary, it can be stated that the extension admini­
strators and extension supervisors perceived the competencies 
related with the eight categories to be of similar importance 
to the performance of agricultural extension supervisors, 
except for the following four competencies which showed signifi­
cant (*) or very significant (**) difference: 
1. Relate learning to immediate application* (Program 
Implementation). 
2. Participate in meetings of relevant groups** (Public 
Relations and Rural Affairs). 
3. Provide recognition or criticism to staff when it is 
due* (Supervision and Administration). 
4. Keep and maintain necessary departmental records* 
(Supervision and Administration). 
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It was also found that the extension administrators and 
the extension supervisors perceived the eight competency cate­
gories to be of similar importance to the performance of 
agricultural extension supervisors. 
Importance of Competencies for Program Inclusion 
The third objective of this study was to determine the 
importance of the inclusion of professional education competen­
cies in preservice and/or inservice education programs that 
prepared persons for agricultural extension supervisor posi­
tions as perceived by agricultural extension administrators 
and agricultural extension supervisors from the five agri­
cultural development agencies in Malaysia, namely DOA, RISDA, 
FELDA, FOA and MADA. The following paragraphs present the 
findings pertaining to the importance of the 87 competencies 
for the inclusion in preservice and/or inservice education 
programs. Tables 24 through 31 will be concerned with the 
perception of the importance of the competencies by the 
respondents grouped by their employing agencies, and Tables 
32 through 39 will report the perception of the respondents 
grouped by their staff positions. 
Analysis by agency 
Table 24 shows the competency and composite means, stand­
ard deviations, ranks, and analyses of variance for the 
Table 24. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Program Planning) for the inclusion in 
preservice and/or inservice programs, as perceived by the total sample and respondents 
grouped by their employing agencies 
Employing agencies^ 
Item Program Planning F-
number competencies Overall 1 2 3 4 5 value 
1 Organize extension program 564.5 543. 0 582. 1 570. 2 554. 4 576. 6 2.931* 
committee. SD 62.7 59. 5 54. 9 84. 5 49. 0 59. 7 (2>ie) 
Rd 10.5 14 8 13 12 1 
2 Involve extension program committee 569.4 546. 8 587. 6 580. 5 563. 9 571. 8 2.699* 
and other community leaders in the 63.7 76. 1 64. 9 72. 2 42. 5 51. 2 (2>1^) 
program development process (i.e. 7 13 4 7 6 5 
planning, implementation and 
evaluation. 
• 
3 Identify and involve appropriate 564.5 564. 4 569. 8 574. 4 555. 7 559. 8 0.703 
resource persons in the program 55.0 70. 1 61. 0 60. 5 39. 8 56. 0 
development process. 10.5 7 12 9 9. 5 10 
4 Analyze farming community situation 590.5 597. 6 601. 9 602. 4 577. 0 573. 1 2.166 
to identify needs. 60.9 55. 8 53. 5 59. 0 52. 5 79. 7 
1 1 1 1 1 3 
5 Assess available community resources. 571.1 572. 5 576. 3 594. 9 564. 2 549. 5 2.657* 
facilities, and services. 61.3 70. 9 55. 6 60. 6 55. 1 57. 3 (3>5e) 
5 5 10 4 5 14 
6 Review past programs to identify 581.0 584. 0 591. 0 587. 4 575. 9 565. 5 1.093 
their accomplishments and failures. 60.5 56. 3 56. 1 66, ,4 47. 9 76. 1 
3 2 3 6 2 8 
7 Determine priorities of community 580.1 577. ,2 592. ,5 595. 9 567. ,7 568. 3 1.797 
needs. 61.7 57. . 6 59. 0 62. 8 41. 3 82. ,4 
4 4 2 3 4 7 
8 Identify audience (their norms, 
values, attitudes, etc.) for 
specific program. 
9 Prepare annual and long-termed 
extension programs. 
10 Relate national objectives to 
community extension programs. 
11 State program and teaching 
objectives in behavioral terms. 
12 Select program topics and 
schedule them on calendar. 
13 Select appropriate learning 
experiences to achieve desired 
objectives. 
14 Conduct educational program for 
members of the extension program 
committee. 
Composite data 
566.9  
62 .7  
9  
583.3 
58.2 
2 
569.6 
54.6 
6 
558.5 
63.6 
14 
563.8 
59.8 
12 
563.1 
57.8 
13 
569.3 
69.5 
8 
570.1 
42.4 
559.6 584.4 573.6 
54.2 64.3 70.7 
11 7 11 
583.5 585.9 601.9 
50.5 55.4 77.8 
3 5 2 
565.1 572,2 587.6 
52.2 57.3 66.4 
6 11 5 
553.6 565.2 568.6 
55.9 64.9 65.2 
12 14 14 
562.9 569.4 580.1 
49.1 58.5 70.4 
8 13 8 
559.9 576.6 572.7 
47.3 53.9 77.7 
10 9 12 
560.1 585.8 573.9 
74.0 57.5 94.1 
9 6 10 
566.4 579.6 581.9 
39.5 46.3 56.1 
3 2 1 
558.1  558.5  1 .486 
49 .8  74 .1  
8  11  
572.6 575.8 1.382 
51.3 55.7 
3 2 
563.3 563.0 1.282 
43.3 53.3 
7 9 
552.4 554.2 0.527 
54.2 79.7 
13 12 
543.1 568.5 2.082 
53.0 67.1 
14 6 
554.5 552.0 1.436 
42.0 67.2 
11 13 
555.7 572.6 1.293 
63.3 55.1 
9.5 4 
559.4 564.9 2.125 
27.1 38.9 
5 4 
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perception of the importance of professional education compe­
tencies related to 'program planning' (Category 1) by the 
respondents grouped by their employing agencies. Significant 
differences among the respondents in the perception of the 
importance of three competencies in this category were ob­
served. For competency item number one "organize extension 
program committee," an F-value of 2.931 (P < .05) was seen, 
illustrating that the five groups of respondents perceived 
the importance of this competency to be significantly differ­
ent. The Scheffe test (P < .10) proved that the respondents 
from RISDA (group mean of 582.1) perceived this competency 
to be significantly more important for the inclusion in the 
preservice and/or inservice education programs than did the 
respondents from DOA (group mean of 543.0). 
It was also found that the RISDA respondents perceived 
competency item two "involve extension program committee and 
other community leaders in the program development process" 
to be significantly more important for the inclusion in the 
preservice and/or inservice education programs than did the 
DOA respondents. The F-value for this competency was 2.699, 
significant at .05 level of probability. 
"Assess available community resources, facilities, and 
services" was the third competency that the respondents 
perceived its importance for the program inclusion to be 
significantly different (F-value 2.657, P < .05). The Scheffe 
181 
test revealed that the respondents from FELDA (mean of 594.9) 
perceived this competency to be significantly more important 
than those from MADA (mean of 549.5). 
The other eleven competencies showed nonsignificant F-
values, indicating that for each of them, the respondents 
perceived them to be of similar importance for inclusion in 
education programs. In general, it can be concluded that the 
respondents from the five agencies perceived each of the 
competencies in the program planning category to be of equal 
importance for the inclusion in the preservice and/or inservice 
programs. 
Examining the overall mean score, "analyze farming com­
munity situation to identify their needs" had the highest 
overall mean score of 590.5. It was further found that, with 
the exception of MADA respondents who ranked it third, the 
remaining four groups of respondents agreed that this compe­
tency was the most important among the 14 competencies to be 
included in the preservice and/or inservice education programs. 
Overall, competency item number nine "prepare annual and 
long-termed extension programs" was perceived by the respond­
ents to be the second most important competency for the 
program inclusion (overall mean of 583.3). The FELDA and MADA 
respondents, with group mean scores of 601.9 and 575.8, respec­
tively, rated it second; the DOA and FOA respondents, with 
group mean scores of 583.5 and 572.6 respectively, rated it 
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third; and the RISDA respondents with mean score of 5 85.9, 
rated it fifth in importance. 
"Review past programs to identify their accomplishments 
and failures" and "determine priorities of community needs" 
were ranked third and fourth in importance respectively. For 
the third ranking competency, it was found that the highest 
group mean was scored by respondents from RISDA with mean of 
591.0. This was followed in consecutive order by FELDA, DOA, 
FOA and MADA with means of 587.4, 584.0, 575.9, and 565.5 
respectively. 
The least important competency among the 14 competencies 
was number eleven "state program and teaching objectives in 
behavioral terms" with a mean score of 558.5. Respondents 
from RISDA (mean of 565.2) and FELDA (mean of 568.6) ranked it 
fourteenth, respondents from FOA (mean score of 552.4) ranked 
it thirteenth, and respondents from DOA and MADA (with means 
of 553.6 and 554.2 respectively) scored it twelfth. 
"Select appropriate learning experiences to achieve 
desired objectives" was perceived as the next least important 
(thirteenth ranking) competency. The MADA respondents, with 
mean score of 552.0 ranked it thirteenth; the FELDA respond­
ents ranked it twelfth (mean of 572.7); the FOA respondents 
ranked it eleventh (mean of 554.5); the DOA respondents ranked 
it tenth (mean of 559.9); and the RISDA respondents ranked it 
ninth (mean of 576.6). 
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The respondents ranked the competency item number twelve 
"select program topics and schedule them on calendar" as the 
twelfth ranking competency. The overall mean score was found 
to be 563.8. 
An inspection of the composite data led to the conclusion 
that the five groups of respondents perceived the 'program 
planning* category to be of similar importance (no significant 
difference in composite means) for the inclusion in the pre-
service and/or inservice education programs. 
Table 25 reports the respondents' perception of the 
importance of professional education competencies related to 
program implementation category for the inclusion in the pre-
service and/or inservice education programs. Two competencies, 
namely 'relate learning to immediate application' and 'communi­
cate effectively' were found to have very significant F-values 
(3.611, P < .01; and 4.418, P < .01). This illustrates that 
there was highly significant difference among the five groups 
of respondents in their perceptions of these two competencies. 
The Scheffe test for the competency 'relate learning to 
immediate application' revealed that the mean for DOA respond­
ents and the mean for RISDA respondents were significantly 
higher than the mean for the MADA respondents. The Scheffe 
test for the second competency proved that the RISDA mean of 
604.1 was significantly higher for programs inclusion than the 
means for FOA and MADA, and that the FELDA mean of 599.2 was 
Table 25. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Program Implementation) for the 
inclusion in preservice and/or inservice programs, as perceived by the total sample and 
respondents grouped by their employing agencies 
Item Program Implementation 
number competencies 
Employing agencies' 
Overall 
F-
value 
Plan and organize the 
content of an 
instructional program. 
M 
SD^ 
Rd 
583.5 
56.4 
2 
587.9 
56.2 
3 
592.4 
51.5 
4 
587.4 
68.7 
3 
573.6 
57.3 
2 
575.8 
48.4 
3 
0.876 
2 Select and prepare appropriate 579.6 588.6 585. 5 575.2 567. 3 580. 3 1.031 
instructional materials. 54.5 53.2 48. 0 59.6 51. 7 61. 3 
4 2 6 8 6 . 2 
3 Use instructional media and 582.1 577.7 598. 0 570.9 572. 6 589. 8 1.622 
equipments effectively during 58.7 58.4 56. 8 57.4 61. 0 57. 5 
teaching. 3 4 2 12 3 1 
4 Utilize research findings and 569.8 565.8 583. 8 560.8 571. 2 564. 0 0.989 
related literatures in teaching. 57.8 46.3 59. 0 68. 6 50. 1 66. 3 
7 9 8 14 5 5 
5 Provide conducive environment for 562.1 559.1 583. 9 564.4 559. 5 540. 3 2.354 
audience learning. 65.1 51.7 67. 7 71.1 58. 5 72. 9 (2>5®) 
12 12 7 13 8 13 
6 Relate learning to immediate 562.4 570.8 576. 9 572.6 554. 7 534. 2 3.611** 
application. 58.5 59.4 56. ,0 61.1 55. 5 53. 2 (l,2>5e) 
11 6 10 11 10 14 
Communicate effectively with 579.0 574.3 604.1 599.2 564.1 553.3 4.48** 
audience. 67.5 53.6 61.6 73.7 58.8 80.5 
5 5 1 1 7 8.5 
8 Apply instructional techniques 572.1 
which utilize talents, abilities, 58.0 
and experiences of audience. 6 
9 Provide practical activities for 585.6 
audience learning. 61.1 
1 
10 Reinforce audience learning with 566.9 
positive attitudes. 76.7 
8 
11 Maintain audience interests in 564.0 
educational activities. 56.8 
10 
12 Provide opportunities for audience 559.3 
self-evaluation. 68.0 
14 
13 Provide continuous feedback to 562.0 
audience on their educational 66.1 
progress. 13 
14 Respond positively to constructive 566.5 
criticism by making appropriate 65.6 
changes. 9 
Composite data 569.6 
47.0 
567.2 577.2 593.4 
46.4 68.2 56.7 
8 9 2 
592.6 597.1 586.4 
54.1 55.6 69.9 
13 4 
560.8 588.7 572.9 
51.3 59.2 66.0 
10.5 5 10 
560.8 574.9 576.4 
49.1 61.2 65.2 
10.5 11 7 
550.6 566.7 582.6 
56.9 70.7 74.3 
14 14 6 
556.9 569.2 583.9 
60.1 70.9 64.0 
13 13 5 
570.2 573.9 575.1 
63.8 66.2 70.4 
7 12 9 
570.2 583.7 572.4 
39.1 45.4 62.4 
3 12 
571.7 553.2 2.241 
51.6 61.5 (3>5e) 
4 8.5 
577.2 572.4 1.157 
49.0 77.6 
1 4 
558.3 552.8 2.064 
67.7 76.7 
9 10 
551.3 558.3 1.448 
52.6 55.4 
14 7 
552.2 547.8 1.673 
55.0 81.4 
12 12 
551.7 551.6 1.604 
51.0 81.0 
13 11 
554.2 559.4 0.786 
56.6 72.8 
11 6 
561.0 559.5 1.820 
36.5 50.5 
4 5 
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significantly higher than the mean for MADA respondents. 
It was observed that although analyses of variance failed 
to detect any difference among the five groups of respondents 
for the competencies 'provide conducive environment for 
audience learning* (twelfth ranking) and 'apply instructional 
techniques which utilize talents, abilities, and experiences 
of audience' (sixth ranking) the Scheffe test showed that the 
RISDA respondents (mean of 583.9 and seventh ranking) per­
ceived the first competency to be more important than did the 
MADA respondents (mean of 540.3 and thirteenth ranking), and 
that the FELDA respondents (mean of 593.4) perceived the 
second competency to be more important for the inclusion in 
the preservice and/or inservice education programs than did the 
MADA respondents (mean of 553.3). The relatively low and non­
significant F-values for the other competencies were indica­
tions that they were perceived to be of similar importance by 
the five groups of respondents. 
Reviewing the overall data, the competency item number 
nine was found to be the highest ranking (mean of 585.6). The 
DOA and FOA respondents rated this competency 'provide 
practical activities for audience learning' as the most 
important competency, the RISDA respondents perceived it to 
be third, and the FELDA and MADA perceived it to be fourth 
in importance. 
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'Plan and organize the content of an instructional pro­
gram' received the second highest ranking with a mean of 
583.5. Respondents from FOA agreed that it was second in 
importance, respondents from DOA, FELDA and MADA ranked it as 
third in importance, and those from RISDA ranked it as fourth 
in importance. 
'Use instructional media and equipments effectively during 
teaching', which was third in ranking with an overall mean of 
582.1. The MADA respondents perceived it to be the most 
important competency, whereas those from FELDA rated it to be 
twelfth in importance. It was ranked second, third and fourth 
by the RISDA, FOA and DOA respondents respectively. 
'Select and prepare appropriate instructional materials', 
which was fourth in importance (overall mean of 579.6), was 
ranked second in importance by the DOA and MADA respondents, 
sixth by the RISDA and FOA respondents, and eighth by the 
FELDA respondents. 
The least important competency in this category was 'pro­
vide opportunities for audience self-evaluation' (overall mean 
of 559.3). The DOA and RISDA respondents agreed that it was 
the least important, the FOA and MADA respondents ranked it 
twelfth, and the FELDA respondents ranked it sixth in 
importance. 
The competency item number thirteen 'provide continuous 
feedback to audience on their educational progress' was the 
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next least important competency (overall mean of 562.0). 
Respondents from DOA, RISDA and FOA agreed to this ranking, 
whereas those from FELDA ranked it fifth and those from MADA 
ranked it as eleventh. 
The low and nonsignificant F-values for the composite 
data indicates that all five groups of respondents perceived 
this category to be of similar importance for the inclusion in 
the preservice and/or inservice education programs. 
Table 26 presents the summary of the perception of the 
importance of program evaluation related competencies by the 
respondents grouped by their employing agencies. It was 
observed that there was significant difference among the per­
ception of the respondents for competencies 'collect evidence 
for program evaluation' (F-value of 2.589, P < .05) and 'eval­
uate program activities promptly and continuously' (F-value of 
3.071, P < .05). The Scheffe test revealed that only the 
second competency showed significant difference between two 
groups of respondents at the .10 level of probability. For 
that second competency, the respondents from FELDA (mean of 
584.7) perceived it to be more important than did those 
respondents from FOA (mean of 5 39.1). The respondents had 
similar perception of the importance of each of the other six 
competencies for the program inclusions (as indicated by the 
nonsignificant F-values). 
Table 26. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Program Evaluation) for the inclusion 
in preservice and/or inservice programs, as perceived by the total sample and respondents 
grouped by their employing agencies 
Employing agencies^ 
Item Program Evaluation F-
number competencies Overall 1 2 3 4 5 value 
1 Develop criteria for évalua- M 582.6 585.5 592. 9 594.6 561. 8 580. 1 2. 099 
tien of program. SD 59.1 59.1 66, 7 54.8 48. 9 60. 4 
Rd 2 2 2 3 2 2 
2 Collect evidence for program 579.4 575.5 594. 5 595.0 559. 5 575. 0 2. 589* 
evaluation. 60.3 62.7 69. 5 58.4 44. 2 58. 5 
3 3 1 2 4 3 
3 Compare evidence collected with 569.3 566.9 573. 8 585.1 558. 3 565. 2 0. 963 
criteria to determine change. 62.8 62.3 67. 4 54.3 52. 4 75. 3 
5 5 5 5 5 5 
4 Assess subsequent changes. 565.1 565.0 571. 4 580.0 553. 5 557. 4 1. 196 
59.6 59.1 66. 3 56.5 37. 4 73. 7 
6 6 7 8 7 7 
5 Utilize results of evaluation and 589.2 592.7 582. ,8 598.3 582. 6 592. 4 0. 606 
audience feedback for planning 54.4 61.5 59. 2 57.2 40. 5 52. 1 
future programs and modifying 1 1 4 1 1 1 
existing ones. 
6 Prepare program evaluation report. 575.8 574.7 584. 9 592.5 560. .6 568. 6 1. 812 
58.8 61.6 66. ,7 55.7 46. 0 58. 9 
4 4 3 4 3 4 
7 Discuss with and disseminate 560.5 
evaluation reports to appropriate 66.2 
persons and groups. 7.5 
8 Evaluate program activities 560.5 
promptly and continuously. 64.2 
7.5 
Composite data 569.5 
63.1 
541.1 568.9 583.2 554.8 559.6 2.234 
65.2 55.3 67.8 68.4 71.0 
8 8 7 6 6 
555.7 573.2 584.7 539.1 554.2 3.071* 
40.5 62.2 58.4 68.5 81.2 (3>4^) 
7 6 6 8 8 
569.6 580.3 586.9 558.8 553.3 1.894 
46.0 52.9 54.1 32.2 108.7 
3 2 14 5 
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The most important competency in this category was 
'utilize results of evaluation and audience feedback for 
planning future programs and modifying existing ones' (over­
all mean of 589.2). All the four groups of respondents agreed 
to this, except those from RISDA who ranked it as fourth in 
importance. 
With the exclusion of those respondents from FELDA who 
rated it to be third in importance, all respondents felt the 
competency 'develop criteria for evaluation of program' to be 
second in importance (overall mean of 582.6). 
The respondents perceived the importance of the third 
ranking competency 'collect evidence for program evaluation' 
rather diversely. The RISDA respondents perceived it as the 
most important, the FELDA respondents perceived it second, the 
DOA and MADA perceived it as third, and the FOA perceived it 
as fourth in importance. 
Two competencies namely, 'discuss with and disseminate 
evaluation reports to appropriate persons and groups' and 
'evaluate program activities promptly and continuously' were 
tied for the least important positions (mean of 560.5, and 
ranking of seven and one-half). The latter competency, which 
showed significant difference, was discussed earlier in this 
section. The former competency was ranked as eighth by the 
DOA and FOA respondents, seventh by FELDA respondents, and 
sixth by the FOA and MADA respondents. 
192 
The composite data showed that the five groups of 
respondents perceived this competency category to be of similar 
importance for the program inclusion. 
Reviewing Table 27, it was found that the competency 'plan 
and conduct leadership training courses' had a significant 
F-value of 2.372 (P < .05) denoting that there was a signifi­
cant difference in the perception of the importance of this 
competency for the inclusion in the preservice and/or inservice 
education programs that prepared persons for supervisor posi­
tions. The Scheffé test did not reveal any two group means to 
differ significantly at the .10 level of probability. This 
competency, which had an overall ranking of one and a mean of 
583.1, was perceived by the RISDA, FELDA, FOA, and MADA respond­
ents to be the most important competency in this category. 
The sixth ranking competency 'assign program responsi­
bilities to leaders' also had a significant F-value of 2.654 
(P < .05). The Scheffé test showed that the FELDA respondents 
perceived this competency to be more significantly important 
for inclusion in the education programs than did the FOA 
respondents. The analyses of variance for the other ten 
competencies indicated that each of them was perceived by the 
five groups of respondents to be of similar importance. 
The second most important competency was perceived to be 
'apply basic principles of group dynamics and leadership 
techniques during leadership training'. It was rated as first. 
Table 27. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Leadership Development) for the 
inclusion in preservice and/or inservice programs, as perceived by the total sample and 
respondents grouped by their employing agencies 
Item Leadership Development 
number competencies 
Employing agencies' 
Overall 
F-
value 
Identify and utilize the 
power structure in a 
community. 
sd'^  
Rd 
566.2 
67.9 
4 
562.4 
58.0 
3.5 
575.3 
66.3 
7 
559.8 
74.1 
12 
564.8 
63.5 
2 
567.4 
82.0 
5 
0.309 
Determine leadership pattern 
for dissemination of information. 
563.8 
67-1 
5 
553.3 
49.5 
8 
576.6 
60.9 
5.5 
570.2 
72.1 
11 
556.0 
59.7 
6 
564.3 
92.9 
7 
0.884 
3 Involve program committee members 559.4 546. 0 579.5 571.1 544. 7 557. 7 1. 847 
and other key individuals in the 73.6 82. 4 64.7 75.0 61. 1 81. 8 
community when recruiting leaders. 9 12 3 10 10 10 
4 Develop job descriptions for 561.7 548. 7 576.6 572.4 548. 9 564. 8 1. 840 
leadership positions. 62.1 46. 2 71.8 68.1 63. 4 55. 5 
7 10 5.5 9 7 6 
5 Apply basic principles of group 572.4 565. 0 590.8 574.5 558. 2 574. 1 2. 158 
dynamics and leadership techniques 55.6 44. 5 63.6 59.8 53. 0 52. 5 
during leadership training. 2 1 2 6 4 3 
6 Obtain commitment from leaders 556.6 552. 1 551.6 582.9 543. 1 559. 9 1. 863 
regarding resources that they can 67.1 65. 2 69.9 59.3 69. 5 66. 6 
contribute (e.g. time, labor, etc.). 12 9 12 4 11 9 
7 Identify training needs of leaders. 571.5 556. 7 577.4 591.5 561. 9 574. 6 1. 658 
65.6 60. 1 72.7 71.8 55. ,8 64. 7 
3 6 4 2 3 2 
8 Plan and conduct leadership 583.1 
training courses. 60.6 
1 
9 Assign program responsibilities 563.2 
to leaders. 63.3 
6 
10 Provide continuous support and 561.2 
guidance to leaders. 68.9 
8 
11 Provide appropriate recognition 558.0 
to leaders. 76.6 
10 
12 Evaluate performance of leaders 556.7 
continuously. 68.9 
11 
Composite data 557.7 
78.2 
562.4 592.3 596.6 
48.5 58.5 59.1 
3.5 1 1 
558.2 572.4 583.1 
50.7 65.3 68.1 
5 8 3 
563.1 563.8 573.6 
41.7 75.3 76.2 
2 9 7 
548.1 558.2 572.7 
56.1 77.2 86.1 
11 11 8 
554.2 563.4 579.3 
56.1 73.7 73.4 
7 10 5 
541.4 573.2 575.8 
93.6 55.1 62.1 
5 2 1 
575 .7  593 .0  2 .372*  
65 .9  66 .4  
1  1  
540.2 567.5 2.654* 
64.8 62.2 (3>4e) 
12 4 
546.3 562.3 0.794 
59.8 88.5 
9 8 
558.0 556.2 0.480 
59.9 103.9 
5 11 
548.4 552.3 1.548 
59.7 80.3 
8 12 
550.6 550.4 1.538 
51.9 111.5 
3 4 
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second, third, fourth, and sixth by the respondents of DOA, 
RISDA, MADA, FOA and FELDA respectively. 
In the case of the third important competency 'identify 
training needs of leaders', the FELDA and MADA respondents 
perceived it to be the second most important competency, the 
FOA respondents ranked it as third, the RISDA respondents as 
fourth, and the DOA respondents as sixth. 
The competency item number six 'obtain commitment from 
leaders regarding resources that they can contribute' was the 
least important competency in this category (overall mean of 
556.6). The RISDA respondents agreed that it was the least 
important, the DOA and MADA respondents ranked it ninth, and 
the FELDA respondents ranked it fourth in importance. 
The overall second least important competency was found 
to be 'evaluate performance of leaders continuously' (overall 
mean of 556.7). It was ranked least important, tenth, eighth, 
seventh, and fifth by the MADA, RISDA, FOA, DOA, and RISDA 
respondents respectively. 
'Provide appropriate recognition to leaders' was ranked 
as the tenth in importance. Respondents from DOA, RISDA, and 
MADA rated it as the second least important, those from FELDA 
as eighth, and those from FOA as fifth. 
The composite data showed that the five groups of respond­
ents perceived this competency category to be of similar 
importance for the inclusion in the preservice and/or inservice 
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education programs. 
Table 28 illustrates the competency and composite means, 
standard deviations, ranks, and analyses of variance for 
importance of professional education competencies related to 
'youth development' category for the inclusion in the pre-
service and/or inservice education programs, as perceived by 
the respondents from DOA, RISDA, FELDA, FOA, and MADA. It was 
found that there was a highly significant difference among the 
means for the five groups of respondents in their perception 
of the importance of the competency item number one 'orientate 
youth leaders to positions they hold' (F-value of 3.531, P < 
.01). The Scheffe test revealed that the respondents from 
FELDA (group mean of 586.8 and second in ranking) perceived 
this competency to be more significantly important than did 
the DOA respondents (group mean of 546.7 and sixth ranking) 
and the FOA respondents (group mean of 54 5.3 and fourth rank­
ing) . This competency was ranked third in importance with an 
overall mean of 559.1. It was ranked second in importance by 
the FELDA respondents, third in importance by the RTSDA 
respondents, fourth in importance by the FOA and MADA respond­
ents, and sixth by the DOA respondents. From the table it 
can also be concluded that each of the remaining six competen­
cies was perceived to be of similar importance for the programs 
inclusion by the five groups of respondents. 
Table 28. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Youth Development) for the inclusion in 
preservice and/or inservice programs, as perceived by the total sample and respondents 
grouped by their employing agencies 
Item Youth Development 
number competencies 
Employing agencies 
Overall 
F-
value 
Orientate youth leaders 
to positions they hold. 
M 
SD' 
RD 
Help youth identify their personal 
strengths and limitations. 
Apply techniques for helping youth 
solve their problems. 
Conduct youth leadership 
training courses. 
Assist youth in their personal 
development. 
Educate citizenship responsibilities 
to youth. 
Relate effectively to youth who 
come from a variety of cultural, 
economic and social background. 
Composite data 
559.1 
58.7 
3 
557.5 
69.2 
5 
564.5 
6 2 . 6  
2 
567.2 
68.5 
1 
559.0 
66.9 
4 
554.2 
65.0 
6 
553.0 
69.9 
7 
551.7 
69.5 
545.7 
49.5 
6 
546.8 
67.7 
5 
554.6 
59.2 
2 
556.6 
52.7 
1 
552.8 
54.6 
3 
543.7 
60 .6  
7 
547.2 
54.7 
4 
546.1 
49.0 
3 
568.8 
49.1 
3 
573.9 
61.5 
1 
571.9 
67.7 
2 
568.3 
86.7 
4 
563.8 
75.0 
5 
555.7 
58.5 
6 
555.2 
89.1 
7 
559.9 
60. 6 
2 
586.8 
64.3 
2 
574.5 
71.5 
5.5 
574.5 
68 .8  
5.5 
592.2 
65.4 
1 
576.4 
72.6 
4 
580.6 
69.4 
3 
572.0 
75.6 
7 
574.5 
68 .2  
1 
545.3 
64.3 
4 
543.4 
70.7 
5 
566.6 
51.7 
1 
562.0 
69.3 
2 
553.8 
65.9 
3 
538.2 
64.5 
7 
540.8 
60.7 
6 
542.8 
50.8 
4 
554.6 3.531** 
59.6 (3>l,4e) 
4 
551.5 
72.6 
6 
555.4 
66.9 
3 
562.2 
59.5 
1 
550.9 
66.4 
7 
559.4 
69.5 
2 
554.5 
64.0 
5 
537.9 
108.4 
5 
1.926 
0.827 
1.495 
0.896 
2 . 2 6 2  
1.031 
1.672 
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The most important competency in this category was found 
to be 'conduct youth leadership training courses' (overall 
mean of 567.2). The respondents from DOA, FELDA, and MADA 
agreed that this competency was the most important; the FOA 
and RISDA respondents rated it as second and fourth important 
respectively. 
'Apply techniques for helping youth solve their problems' 
(overall mean of 564.5) was the second most important compe­
tency. The FOA respondents perceived it to be the most 
important competency, the DOA and RISDA respondents perceived 
it to be the second most important, the MADA respondents per­
ceived it to be third in importance, and those from FELDA 
rated it as five and one-half. 
The least important competency was 'relate effectively to 
youth who come from a variety of cultural, economic, and social 
background' (overall mean of 553.0). The RISDA and FELDA 
respondents agreed that it was the least important, those from 
FOA rated it as the second least important, those from MADA 
rated it as fifth in importance, and those from DOA rated it 
as fourth important competency. 
'Educate citizenship responsibilities to youth' (overall 
mean of 554.2) was the sixth ranking competency. It was per­
ceived as the least important by DOA and FOA respondents, and 
as the second least important by the RISDA respondents. Those 
from FELDA ranked it as third in importance, and those from 
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MADA felt that it was the second most important. 
The low and nonsignificant F-value for the composite data 
illustrated that the five groups of respondents had similar 
perception of the importance of this competency category for 
the programs inclusion. 
A review of Table 29, which summarizes the perception of 
importance of competencies in 'public relations and rural 
affairs' category by the groups of respondents from the five 
agencies, revealed that two F-values were significant. First, 
it was observed that 'identify individuals and groups whose 
supports are important' (F-value of 2.4 71, P < .05) was per­
ceived among the respondents to be significantly different in 
its importance for the programs inclusion. However, the 
Scheffe test did not show significant difference between any 
two groups of respondents. It was also observed that this 
competency was perceived to be the third most important among 
the ten competencies (overall mean of 57 3.2). It was per­
ceived by the DOA and FELDA respondents to be the most 
important competency; whereas those from RISDA perceived it 
to be the second most important, and those from FOA and MADA 
rated it as the fifth important. 
Secondly, there was significant difference among the 
respondents in their perception of the importance of the 
competency 'keep abreast with relevant developments (such as 
land code, government policies, etc.)' for the programs 
Table 29. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Public Relations and Rural Affairs) for 
the inclusion in preservice and/or inservice programs, as perceived by the total sample 
and respondents grouped by their employing agencies 
Item Public Relations and Rural Affairs 
number competencies 
Employing agencies' 
Overall 
F-
value 
Identify individuals and M 573.2 573.1 590.1 590.3 553.9 559.4 
groups whose supports SD^  68.2 47.7 75.0 68.2 65.1 78.2 
are important. R^  3 12 15 5 
2.471* 
Participate in meetings of 
relevant groups. 
556.9 
69.8 
7 
546.5 
57.2 
8 
562.6 
83.6 
7 
576.5 
84.7 
3 
551.9 
45.4 
6 
550.4 
72.7 
7 
1.104 
3 Develop and maintain working 567. 9 568.2 584. 1 564. 8 559. 1 560. 8 0. 725 
relationships with key 76. 3 63.1 80. 6 97. 2 57. 8 83. 7 
individuals in community. 4 3 4 6 4 3 
4 Develop and maintain working 543. 9 538.9 554. 8 550. 2 542. 3 532. 4 0. 557 
relationship with mass media. 74. 7 60.2 70. 7 94. 6 75. 4 75. 9 
8 9 8 8 8 9 
5 Write publicity articles. 536. 6 548.6 540. 0 525. 4 531. 3 534. 5 0. 717 
65. 3 54.0 60. 0 78. 3 60. 6 76. 7 
9 7 10 10 9 8 
6 Assemble and up-date addresses 530. 0 523.5 544. 4 530. 2 527. 6 523. 2 0. 565 
for dissemination of information. 75. 0 85.8 64. 0 97. 5 56. 5 70. 4 
10 10 9 9 10 10 
7 Coordinate programs with other 564. 2 561.0 581. 9 558. 0 565. 6 550. 7 1. 370 
agencies through appropriate 64. 0 55.2 67. 5 73. 4 56. 3 67. 2 
channels 6 5 5 7 3 6 
8 Keep community informed about 
their extension programs. 
9 Utilize knowledge of rural cultures 
(such as customs, dialects etc.) 
when dealing with rural public. 
10 Keep abreast with relevant 
developments (such as land code, 
government policies etc.). 
Composite data 
565 .5  
68 .1  
5  
575.1 
71.4 
1 
573.5 
71.5 
2 
555.6 
67.5 
557.5 
69.2 
6 
578 .5  
69 .1  
6  
574.0 
65.4 
4 
547.6 
67.0 
7 
572.3 
67.4 
1 
1.499 
570.4 
52.9 
2 
588.4 
78.2 
3 
577.4 
89.6 
2 
568.3 
64.0 
1 
570.3 
74.1 
2 
0.568 
564.5 
56.9 
4 
604.3 
80.1 
1 
567.9 
8 6 . 2  
5 
566.1 
67.0 
2 
560.5 
58.4 
4 
2.777* 
555.2 
43.8 
3 
572.9 
60.5 
1 
561.5 
69.7 
2 
537.3 
95.3 
5 
551.5 
53.2 
4 
1.636 
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inclusion (F-value of 2.777, P < .05). The Scheffe test failed 
to detect significant differences between any two groups of 
respondents. This competency was perceived by the respondents 
to be the second most important in this category (overall mean 
of 573.5). The RISDA respondents perceived it to be the most 
important (mean of 604. 3) , those from FOA perceived it to be 
the second in importance (mean of 566.1), those from DOA (mean 
of 564.5) and those from MADA (mean of 560.5) as the fourth, 
and those from FELDA (mean of 567.9) to the fifth important. 
Overall, the most important competency was 'utilize 
knowledge of rural cultures when dealing with rural public' 
(mean of 575.1). The FOA respondents agreed that it was the 
most important, whereas the DOA, FELDA and MADA respondents 
rated it as second important, and the RISDA respondents rated 
it as the third important. 
'Assemble and up-date addresses for dissemination of 
information' was perceived by the respondents as the least 
important competency (overall mean of 530.0). It is inter­
esting to note that the DOA, FOA, and MADA respondents with 
means scores of 523.5, 527.6, and 523.2 respectively, regarded 
this competency to be outside the 'important' range. 
The competency 'write publicity articles' received the 
overall second least important rating (mean of 536.6). The 
respondents from RISDA (mean of 540.0) and FELDA (mean of 
525.4) felt it was the least important, those from FOA felt 
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it was the second least important, those from MADA perceived 
it to be eighth in importance, and those from DOA rated it as 
seventh. The overall eight ranking competency was scored by 
'develop and maintain working relationship with mass media'. 
From the composite data, it can be concluded that the 
extension personnel from the five agencies indicated that the 
'public relations and rural affairs' category was of equal 
importance for the inclusion in the preservice and/or inser­
vice education programs. 
A summary of the respondents' perception of the importance 
of 'supervision and administration' related competencies was 
presented in Table 30. A very significant F-value of 3.496 
(P < .01) was observed for the competency 'prepare and get 
approval for budget'. It can be concluded from this F-value 
that there was a very significant difference in the perception 
of the importance of this competency among the five groups of 
respondents. The Scheffe test revealed that the respondents 
from RISDA (group mean of 606.2) and MADA (group mean of 605.9) 
perceived this competency to be more significantly important 
for the programs inclusion than did those from DOA (group mean 
of 551.5). This competency, which received an overall ranking 
of second most important competency, was perceived to be the 
most important by the RISDA and MADA respondents. Those from 
DOA perceived it to be the second least important, those from 
FELDA rated it as fifth important, and those from FOA as three 
Table 30. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Supervision and Administration) for the 
inclusion in preservice and/or inservice programs, as perceived by the total sample and 
respondents grouped by their employing agencies 
Employing agencies^  
Item Supervision and Administration F-
number competencies Overall 1 2 3 4 5 value 
1 Plan and organize works 
of staff. SD*^  
Rd 
588.1 
69.2 
1 
582.0 
51.3 
2 
593.6 
81.4 
3 
587.9 
71.2 
4 
591.3 
69.9 
1 
585.4 
72.7 
4 
0.186 
2 Assign and explain responsibilities 
to staff. 
583.4 
72.8 
4 
582.6 
67.6 
1 
572.1 
83.7 
7 
592.0 
73.2 
3 
585.9 
68.3 
2 
587.3 
72.0 
3 
0.412 
3 Coordinate works of staff. 575.6 
67.1 
5 
578.0 
48.5 
3 
564.4 
86.3 
9 
576.8 
76.2 
11 
579.9 
55.9 
6 
580.2 
65.2 
6 
0.401 
4 Evaluate performance of staff. 575.5 
69.4 
6 
571.1 
47.6 
4 
567.8 
84.0 
8 
592.3 
83.9 
2 
581.9 
52.5 
3.5 
567.3 
75.4 
8 
0.873 
5 Communicate effectively with 
staff and others in the office. 
574.7 
73.9 
7 
566.0 
47.6 
6 
587.7 
81.1 
4 
578.4 
90.3 
10 
572.0 
71.3 
7 
569.1 
79.3 
7 
0.575 
6 Provide recognition or criticism 
to staff when it is due. 
564.5 
76.1 
11 
562.0 
57.0 
7 
564.3 
71.9 
10 
582.7 
91.9 
8 
560.1 
64.8 
11 
556.3 
97.1 
10 
0.617 
7 Identify needs and abilities of 
staff. 
564.8 
74.3 
10 
561.9 
49.0 
8 
559.4 
87.7 
12 
584.3 
82.0 
7 
562.7 
54.8 
9 
559.4 
94.1 
9 
0.693 
8 Make effective use of 
secretarial and other office 
helps. 
549. 
70. 
12 
9 Keep and maintain necessary 
departmental records. 
572. 
80. 
8 
10 Prepare and get approval for 
budget. 
585. 
80. 
2 
11 Make effective use of time. 584. 
84. 
3 
12 Resolve conflict tactfully. 570. 
84. 
9 
Composite data 567. 
81. 
8 
8 
9 
5 
7 
0 
5 
4 
9 
5 
8 
0 
543.4 560.4 
57.5 74.0 
12 11 
559.0 585.6 
70.1 82.4 
9 5 
551.5 606.2 
73.2 80.5 
11 1 
566.8 597.1 
74.7 88.1 
5 2 
552.6 584.2 
69.9 90.3 
10 6 
564.7 573.1 
45.6 78.9 
3 2 
553.9 545.6 
104.5 44.1 
12 12 
579.8 561.5 
100.2 67.6 
9 10 
587.2 581.9 
104.7 67.7 
5 3.5 
600.5 563.0 
100.5 77.5 
1 8 
586.3 581.5 
105.6 63.6 
6 5 
582.0 559.0 
82.1 97.8 
1 5 
546 .2  0 .411  
71 .3  
12  
582.3 0.986 
83.9 
5 
605.9 3.496** 
61.7 (2,5>1®) 
1 
601.4 2.118 
77.2 
2 
551.2 1.730 
90.2 
11 
562.5 0.480 
95.5 
4 
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and one-half. 
The nonsignificant and low F-values observed for the other 
eleven competencies were indications that the respondents per­
ceived each of them to be of similar importance for the pro­
grams inclusion. The low and nonsignificant F-value for the 
composite data also indicated that the respondents felt this 
competency category to be of similar importance. 
The competency item number one 'plan and organize works 
of staff (overall mean of 588.1) was ranked as the most 
important competency by the respondents. Only the FOA respond­
ents agreed that it was the most important competency (group 
mean of 591.3); others rated it as second (DOA respondents 
with mean of 582. 0) , third (RISDA respondents with mean of 
593.6), and fourth (FELDA respondents with mean of 587.9, and 
MADA respondents with mean of 585.4). 
The respondents as a group perceived the competency 'make 
effective use of time' as the third most important category 
(overall mean of 584.5). The FELDA respondents rated it as 
the most important, the RISDA and MADA rated it as the second 
most important, the DOA rated it as the fifth important, and 
the FOA rated it as the eighth important. 
'Make effective use of secretarial and other office help' 
(overall mean of 549.8) was agreed as the least important by 
four groups of respondents except those from RISDA who rated 
it as the second least important competency. 
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The second least important competency was 'provide 
recognition and criticism to staff when it is due' (overall 
mean of 564.5) and 'identify needs and abilities of staff 
was the tenth ranking competency (overall mean of 564.8). The 
ranking for the former competency by the DOA, RISDA, FELDA, 
FOA and MADA respondents were seventh, tenth, eighth, eleventh, 
and tenth; whereas the ranking for the latter competency by the 
respondents in the same order were eighth, twelfth, seventh, 
ninth and ninth. 
The perception of the importance of the professional 
competencies associated with the 'personal development and 
research' by the respondents were shown in Table 31. The 
least important competency 'participate in professional organi­
zations and their meetings', was found to have a significant 
F-value of 2.398 (P < .05). It can be concluded that there was 
significant difference in the perception of this competency by 
the respondents. The Scheffe test evidenced that the RISDA 
respondents (mean of 571.1) perceived this competency to be 
more important for the inclusion in the preservice and/or in-
service education programs than did the DOA respondents (mean 
of 527.8). It should be noted that the DOA respondents' mean 
was below the 530 (important) score. The ranking of this 
competency by the DOA and FOA respondents was tenth, that by 
the RISDA was ninth, and that by the FSLDA and MADA was eighth. 
Table 31. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Personal Development and Research) for 
the inclusion in preservice and/or inservice programs, as perceived by the total sample 
and respondents grouped by their employing agencies 
Item Personal Development and Research 
number competencies 
Employing agencies' 
Overall 
F-
value 
Evaluate personal strengths 
and weaknesses. SD*^ 
RD 
573.4 
78.5 
1 
570.7 
58.3 
2 
589.6 
85.5 
1 
590.2 
79.2 
1 
560.2 
63.6 
5 
557.3 
100.8 
3 
1.539 
2 Develop long-range plan for self-
professional growth. 
567.8 
72.5 
2 
552.9 
65.0 
9 
581.8 
76.8 
4 
579.9 
62.6 
2 
563.8 
58.2 
3 
562.7 
95.0 
1 
1.184 
3 Read relevant periodicals and 
publications to keep abreast with 
current research. 
563.6 
77.5 
5 
557.7 
64.8 
5 
585.9 
87.9 
2 
558.8 
78.1 
6 
562.7 
72.5 
4 
548.9 
81.6 
5 
1.341 
4 Participate in training 
conferences, workshops etc. 
567.1 
71.3 
3 
557.2 
64.0 
5 
584.6 
90.0 
3 
564.2 
61.0 
4 
566.4 
59.1 
2 
561.1 
75.9 
2 
0.955 
5 Participate in professional 
organizations and their meetings. 
548.4 
69.0 
10 
527.8 
72.8 
10 
571.1 
81.2 
9 
552.6 
57.1 
8 
549.8 
61.6 
10 
540.0 
60. 6 
8 
2.398* 
(2>1®) 
6 Identify problem areas that need 
research in community. 
556.0 
66.9 
8 
555.8 
48.5 
8 
571.2 
70.0 
8 
553.7 
71.8 
7 
556.5 
56.4 
7 
539.4 
86.2 
9 
1.132 
7 Communicate identified problem 
areas in community to research 
institutions. 
552.9 
71.7 
9 
556.5 
60.8 
7 
570.6 
81.4 
10 
530.8 
76.3 
10 
550.5 
66.9 
9 
550.2 
76.0 
4 
1.520 
8 Develop and use simple survey 560.7 
research devices (questionnaire, 59.3 
interview schedule, etc.). 7 
9 Use simple methods of data analysis. 561.8 
68.7 
6 
10 Interpret and report research 564.7 
findings. 70.9 
4 
Composite data 557.4 
68.5 
565.5 
36.9 
4 
576 .8  
74 .8  
6  
560 .0  
51 .0  
5  
552 .2  
64 .1  
8  
545 .6  
59 .2  
6  
1 .694  
567.5 
40.4 
3 
575.8 
77.6 
7 
566.1 
82.4 
3 
559.7 
60 .2  
6 
535.4 
76.7 
10 
1.901 
575.5 
56.7 
1 
577.2 
86 .0  
5 
550.3 
82 .0  
9 
567.5 
61.7 
1 
545.3 
61.8 
7 
1.630 
558.7 
38.6 
3 
578.5 
62.5 
1 
558.9 
61.2 
2 
545.9 
96.0 
4 
542.5 
67.7 
5 
1.803 
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The second least important competency was found to be 
'communicate identified problem areas in community to research 
institutions' (overall mean of 552.9). It was rated as the 
least important by the RISDA and FELDA respondents, as the 
second least important by the FOA, as seventh by the DOA, and 
as the fourth important by the MADA respondents. 
Overall, the respondents perceived the competency 'evalu­
ate personal strengths and weaknesses' as the most important 
profession competency for the program inclusion (mean of 573.4). 
The RISDA and FELDA respondents agreed that it was the most 
important competency; and the DOA, MADA, and FOA respondents 
ranked it as the second, third, and fifth in importance respec­
tively. 
The second most important competency 'develop long-ranged 
plan for self-professional growth' (mean of 567.8) was seen to 
have a wide spectrum of perception. It was perceived to be 
the most important competency by the MADA respondents and it 
was perceived to be the second least important by the DOA 
respondents. The FELDA, FOA, and RISDA respondents felt it to 
be second, third and fourth important respectively. 
'Participate in training conferences, workshops, etc.' 
received the third place of importance in this category. It 
was rated as the second most important competency by the FOA 
and MADA respondents, as third in importance by the RISDA, as 
fourth in importance by the FELDA, and as the sixth by the DOA 
respondents. 
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The relatively low and nonsignificant F-values for the 
nine competencies were indications that the five groups of 
respondents perceived each of them to be of similar importance 
for the programs inclusion. Also the low and nonsignificant 
F-value for the composite data showed that the respondents 
felt this competency category to be of similar importance for 
the programs inclusion. 
In summary, it can be stated that the respondents from 
DOA, RISDA, FELDA, FOA, and MADA perceived each of the compe­
tencies associated with the eight categories to be of similar 
importance for the inclusion in the preservice and/or inser­
vice education programs that prepared persons for extension 
supervisor positions, except for the following fourteen compe­
tencies which had significant (*) or very significant (**) 
difference in group means: 
1. Organize extension program committee* (Prqgram 
Planning). 
2. Involve extension program committee and other 
community leaders in the program development 
process* (Program Planning). 
3. Assess available community resources, facilities, 
and services* (Program Planning). 
4. Relate learning to immediate application** 
(Program Implementation). 
5. Communicate effectively with audience** (Program 
Implementation). 
6. Collect evidence for program evaluation* (Program 
Evaluation). 
212  
7. Evaluate program activities promptly and continuously* 
(Program Evaluation). 
8. Plan and conduct leadership training courses* 
(Program Evaluation). 
9. Assign program responsibilities to leaders* 
(Program Evaluation). 
10. Orientate youth leaders to positions they hold** 
(Youth Development). 
11. Identify individuals and groups whose supports are 
important* (Public Relations and Rural Affairs). 
12. Keep abreast with relevant developments* (Public 
Relations and Rural Affairs). 
13. Prepare and get approval for budget** (Public 
Relations and Rural Affairs). 
14. Participate in professional organizations and their 
meetings* (Personal Development and Research). 
It was also found that the five groups of respondents 
perceived each of the eight competency categories to be of 
similar importance for the programs inclusion. 
Analysis by position 
Tables 32 through 39 report the competency and composite 
means, standard deviations, ranks and F-values for the percep­
tions of the importance of professional education competencies 
in all the eight categories for the inclusion in the preservice 
and/or inservice programs, when comparisons were made among the 
respondents grouped by their staff positions (extension admini­
strators and extension supervisors). The competencies are 
Table 32. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Program Planning) for the inclusion in 
preservice and/or inservice programs, as perceived by the total sample and respondents 
Item 
number 
Program Planning 
competencies Overall 
Staff positions^  
1 2 
F-
value 
1 Organize extension program 
committee. SD 
Rd 
564.5 
62.7 
10.5 
563.3 
54.0 
14 
565.5 
69.2 
7 
0.057 
2 Involve extension program committee and other 
community leaders in the program development 
process (i.e. planning, implementation and 
evaluation), 
569.4 
63.7 
7 
571.3 
64.3 
9 
567.8 
63.4 
4 
0.153 
3 Identify and involve appropriate resource 
persons in the program development process. 
564.5 
55.0 
10.5 
572.3 
51.8 
8 
557.8 
57.0 
11 
3.490 
4 Analyze farming community situation to 
identify needs. 
590.5 
60.9 
1 
595.8 
53.9 
1 
585.9 
66.3 
1 
1.321 
5 Assess available community resources, 
facilities, and services. 
571.1 
61.3 
5 
582.2 
56.7 
5 
561.4 
63.8 
9 
5.830* 
6 Review past programs to identify their 
accomplishments and failures. 581.0 
60.5 
3 
588.9 
61.0 
3 
574.2 
59.5 
3 
2.963 
7 Determine priorities of community needs. 580.1 593.7 568.1 8.828** 
61.7 
4 
54 .0  
2  
65.6 
5 
8 Identify audience (their norms, values, 
attitudes, etc.) for specific program. 
9 Prepare annual and long-termed extension 
programs. 
10 Relate national objectives to community 
extension programs. 
11 State program and teaching objectives in 
behavioral terms. 
12 Select program topics and schedule them on 
calendar. 
13 Select appropriate learning experiences to 
achieve desired objectives. 
14 Conduct educational program for members of the 
extension program committee. 
Composite data 
566 .9  578 .7  
62 .7  65 .1  
9  6  
583.3 586.8 
58.2 61.0 
2 4 
569.6 578.3 
54.6 56.4 
6 7 
558.5 563.7 
63.6 58.9 
14 13 
563.8 568.0 
59.8 64.5 
12 12 
563.1 571.0 
57.8 62.2 
13 10.5 
569.3 571.0 
69.5 71.6 
8 10.5 
570.1 577.5 
42.4 44.2 
1 
556.5 6.388* 
58.4 
12 
580.3 0.618 
55.7 
2 
562.0 4.492* 
52.0 
8 
553.9 1.162 
67.4 
14 
560.2 0.851 
55.5 
10 
556.3 3.264 
53.1 
13 
567.9 0.104 
67.9 
6 
563.7 5.399* 
40.0 
2 
Table 33. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Program Implementation) for the 
inclusion in preservice and/or inservice programs, as perceived by the total sample and 
respondents grouped by their staff positions 
Staff positions^  
Item Program Implementation F-
number competencies Overall 1 2 value 
1 Plan and organize the content of an M 
instructional program. SD 
RD 
583.5 
56.4 
2 
590.7 
55.5 
2 
577.3 
56.6 
3 
2.851 
2 Select and prepare appropriate 
instructional materials. 
579.6 
54.5 
4 
585.8 
55.2 
4 
574.2 
53.6 
4 
2.266 
3 Use instructional media and equipments 
effectively during teaching. 
582.1 
58.7 
3 
578.6 
58.7 
6 
585.2 
58.8 
1 
0.623 
4 Utilize research findings and related 
literatures in teaching. 
569.8 
57.8 
7 
571.9 
57.7 
8 
567.9 
58.1 
6 
0.240 
5 Provide conducive environment for audience 
learning. 
562.1 
65.1 
12 
563.4 
64.2 
13 
561.1 
66.2 
10 
0.067 
6 Relate learning to immediate application. 562.4 
58.5 
11 
570.4 
60.7 
10 
555.4 
55.9 
14 
3.339 
7 Communicate effectively with audience. 579.0 
67.5 
5 
587.5 
66.9 
3 
571.6 
66.6 
5 
2.764 
8 Apply instructional techniques which 
utilize talents, abilities, and experiences 
of audience. 
9 Provide practical activities for audience 
learning. 
10 Reinforce audience learning with positive 
attitudes. 
11 Maintain audience interests in educational 
activities. 
12 Provide opportunities for audience self-
evaluation. 
13 Provide continuous feedback to audience on 
their educational progress. 
14 Respond positively to constructive criticism 
by making appropriate changes. 
Composite data 
572 .1  579 .6  
58 .0  59 .8  
6  5  
585.6 591.4 
61.1 58.0 
1 1 
566.9 574.2 
64.8 63.8 
8 7 
564.0 566.4 
56.8 60.1 
10 12 
559.3 563.0 
6 8 . 0  6 8 . 0  
14 14 
562.0 567.4 
66.1 69.3 
13 11 
566.5 571.6 
65.6 69.1 
9 9 
569.6 573.2 
47.0 53.5 
1 
565.6 2.937 
55.8 
7 
580.7 1.517 
63.5 
2 
560.7 2.140 
65.3 
11 
561.9 0.308 
54.1 
9 
556.1 0.509 
68.1 
13 
557.3 1.160 
63.1 
12 
562.1 1.060 
62.5 
8 
566.5 1.000 
40.6 
2 
Table 34. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Program Evaluation) for the inclusion 
in preservice and/or inservice programs, as perceived by the total sample and respondents 
grouped by their staff positions 
Staff positions 
Item Program Evaluation 
number competencies Overall 
F-
value 
Develop criteria for evaluation 
of program. 
M 
SD^ 
RD 
582.6 
59.1 
2 
595.2 
63.2 
2 
571.5 
53.0 
3 
8.311** 
Collect evidence for program evaluation. 579.4 
60.3 
3 
583.6 
65.1 
4 
575.7 
55.9 
2 
0.839 
Compare evidence collected with criteria to 
determine the change. 
569.3 
6 2 . 8  
5 
578.3 
67.8 
5 
561.3 
57.1 
5 
3.681 
Assess subsequent changes. 565.1 
59.1 
6 
573.2 
64.0 
6 
557.9 
54.7 
6 
3.282 
Utilize results of evaluation and audience 
feedback for planning future programs and 
modifying existing ones. 
589.2 
54.4 
1 
600.7 
55.6 
1 
579.1 
51.5 
1 
8.060** 
Prepare program evaluation report. 575.8 
58.8 
4 
585.0 
60.1 
3 
567.7 
56. 
4 
4.322* 
Discuss with and disseminate evaluation reports 
to appropriate persons and groups. 
560.5 
6 6 . 2  
7.5 
565 .6  
71 .3  
8  
555.9 
61.4 
7 
1.057 
Evaluate program activities promptly 
and continuously. 
Composite data 
560 .5  
66 .2  
7 .5  
569 .4  
67 .0  
7  
552 .8  
60 .9  
8  
3 .355  
569.5 
63.1 
580.6 
54.0 
1 
560.0 
68 .8  
2 
5.425* 
Table 35. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Leadership Development) for the 
inclusion in preservice and/or inservice programs, as perceived by the total sample and 
respondents grouped by their staff positions 
Item Leadership Development 
number competencies 
Staff positions' 
Overall 
F-
value 
Identify and utilize the power 
structure in a community. SD^ 
RD 
566.2 
67.9 
4 
567.6 
71.4 
5 
565.0 
65.1 
4 
0.070 
Determine leadership pattern for 
dissemination of information. 
Involve program committee members and other 
key individuals in the community when 
recruiting leaders. 
Develop job descriptions for leadership 
positions. 
563.8 
67.1 
5 
559.4 
73.6 
9 
561.7 
62.1 
7 
562.6 
66.4 
9 
568.2 
78.0 
4 
565.1 
65.9 
6 
564.9 
68 .0  
5 
551.8 
69.1 
12 
558.9 
58.8 
8 
0.058 
2.472 
0.492 
Apply basic principles of group dynamics and 
leadership techniques during leadership 
training. 
572.4 
55.6 
2 
578.1 
62.5 
2 
567.5 
48.6 
3 
1.810 
Obtain commitment from leaders regarding 
resources that they can contribute (e.g. 
time, labor, etc.). 
556.6 
67.1 
12 
554.4 
78.1 
12 
558.4 
56.2 
9 
0.173 
Identify training needs of leaders. 571.5 
65.5 
3 
573 .9  
69 .2  
3  
569.4 
62.5 
2 
0.219 
8 Plan and conduct leadership training 
courses. 
9 Assign program responsibilities to leaders. 
10 Provide continuous support and guidance to 
leaders. 
11 Provide appropriate recognition to leaders. 
12 Evaluate performance of leaders continuously 
Composite data 
583 .1  580 .7  
60 .6  64 .0  
1  1  
563.2 563.0 
63.2 68.1 
6 8 
561.2 563.3 
68.9 68.4 
8 7 
558.0 559.3 
76.6 69.3 
10 10 
556.7 554.9 
68.9 71.8 
11 11 
557.7 557.8 
78.2 84.9 
1 
585 .1  0 .262  
57 .8  
1  
563.4 0.007 
59.1 
6 
559.4 0.152 
69.5 
7 
557.0 0.046 
82.7 
11 
558.2 0.110 
66 .6  
10 
557.5 0.0 
72.2 
2 
Table 36. Competency and composite means, standard deviations, ranks and analyses of variance for 
importance of professional education competencies (Youth Development) for the inclusion in 
preservice and/or inservice programs, as perceived by the total sample and respondents 
grouped by their staff positions 
Item Youth Development 
number competencies 
Staff positions' 
Overall 
F-
value 
M 
RD 
Orientate youth leaders to 
positions they hold. 
Help youth identify their personal 
strengths and limitations. 
Apply techniques for helping youth 
solve their problems. 
Conduct youth leadership training courses. 
Assist youth in their personal development. 
Educate citizenship responsibilities to youth. 
Relate effectively to youth who come from a 
variety of cultural, economic and social 
background. 
559.1 
58.7 
3 
557.5 
69.2 
5 
564.5 
6 2 . 6  
2 
567.2 
68.5 
1 
559.0 
66.9 
4 
554.1 
65.0 
6 
553.0 
69.9 
7 
560.1 
64.6 
4 
558.7 
78.4 
5 
566.1 
69.1 
2 
571.8 
6 8 . 2  
1 
560.4 
68.3 
3 
554.0 
71.0 
7 
557.6 
72.8 
6 
558.3 
53.3 
3 
556.4 
60.4 
5 
563.0 
56.6 
2 
563.2 
68.5 
1 
557.8 
66.0 
4 
554.3 
59.9 
6 
549.0 
67.4 
7 
0.048 
0.048 
0.123 
0.785 
0.074 
0 . 0  
0.750 
Composite data 551.7 
69.5 
554 .4  
60 .8  
2  
549.2 
76.5 
1 
0.274 
Table 37. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Public Relations and Rural Affairs) for 
the inclusion in preservice and/or inservice programs, as perceived by the total sample 
and respondents grouped by their staff positions 
Item Public Relations and Rural Affairs 
number competencies Overall 
Staff positions 
1 2 
F-
value 
Identify individuals and groups M 
whose supports are important. SD 
RD 
Participate in meetings of relevant 
groups. 
Develop and maintain working relationships 
with key individuals in community. 
Develop and maintain working relationship with 
mass media. 
Write publicity articles. 
Assemble and up-date addresses for 
dissemination of information. 
Coordinate programs with other agencies through 
appropriate channels. 
573.2 578.7 568.5 1.110 
68.2 67.8 68.5 
3 1 4 
556.9 553.6 559.7 0.380 
69.8 66.6 72.6 
7 7 7 
567.9 566.0 569.5 0.103 
76.3 81.3 72.0 
4 5 3 
543.9 550.0 538.6 1.149 
74.7 75.7 73.7 
8 8 8 
536.6 538.7 534.8 0.174 
65.3 65.3 65.6 
9 9 9 
530.0 534.9 535.8 0.714 
75.0 73.3 76.6 
10 10 10 
564.2 565.3 563.3 0.047 
63.9 67.1 61.4 
6 6 6 
Keep community informed about their extension 
programs. 
Utilize knowledge of rural cultures (such as 
customs, dialects etc.) when dealing with 
rural public. 
Keep abreast with relevant developments (such 
as land code, government policies etc.). 
Composite data 
565 .5  566 .2  
68 .1  76 .5  
5  4  
575.1 576.8 
71.4 68.3 
1 2 
573.5 574.9 
71.5 73.0 
2 3 
555.6 553.9 
67.5 83.7 
2 
565 .0  0 .012  
60 .3  
5  
573.6 0.097 
74.3 
1 
572.3 0.059 
70.4 
2 
557.1 0.115 
49.6 
1 
Table 38. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Supervision and Administration) for the 
inclusion in preservice and/or inservice programs, as perceived by the total sample and 
respondents grouped by their staff positions 
Staff positions^  
Item Supervision and Administration F-
number competencies Overall 1 2 value 
1 Plan and organize works of staff. 
Rd 
588.1 
69.2 
1 
594.9 
61.8 
1 
582.3 
74.8 
3 
1. 642 
2 Assign and explain responsibilities to 
staff. 
583.4 
72.8 
4 
590.5 
63.4 
2 
577.2 
79.9 
4 
1. 674 
3 Coordinate works of staff. 575.6 
67.1 
5 
581.6 
62.1 
6 
570.4 
71.0 
8 
1. 367 
4 Evaluate performance of staff. 575.5 
69.4 
6 
583.8 
60.9 
3.5 
568.4 
75.6 
9 
2. 473 
5 Communicate effectively with staff and others 
in the office. 
574.7 
73.9 
7 
574.2 
68.0 
8 
575.2 
79.0 
5 
0. 008 
6 Provide recognition or criticism to staff when 
it is due. 
564.5 
76.1 
11 
569.7 
75.6 
11 
560.0 
76.5 
10 
0. 798 
7 Identify needs and abilities of staff. 564.8 
74.3 
10 
574.6 
68.4 
7 
556.3 
78.3 
11 
3. 031 
8 Make effective use of secretarial and 
other office help. 
9 Keep and maintain necessary departmental 
records. 
10 Prepare and get approval for budget. 
11 Make effective use of time. 
12 Resolve conflict tactfully. 
Composite data 
549 .8  554 .2  
70 .8  78 .7  
12  12  
572.9 572.0 
80.5 82.4 
8 9 
585.7 583.7 
80.0 83.9 
2 5 
584.5 583.8 
84.4 89.3 
3 3.5 
570.9 571.0 
84.5 82.2 
9 10 
567.8 571.1 
81.0 84.2 
1 
546 .1  0 .642  
63 .2  
12  
573.7 0.022 
79.1 
6 
587.4 0.107 
76.8 
1 
585-2 0.014 
80.4 
2 
570.9 0.001 
86.7 
7 
564 .9  0 .294  
78 .4  
2  
Table 39. Competency and composite means, standard deviations, ranks, and analyses of variance for 
importance of professional education competencies (Personal Development and Research) for 
the inclusion in preservice and/or inservice programs, as perceived by the total sample 
and respondents grouped by their staff positions 
Item Personal Development and Research 
number competencies Overall 
Staff positions 
1 2 
F-
value 
Evaluate personal strengths and 
weaknesses. 
M 
SD*  ^
573.4 
78.5 
1 
574.6 
75.8 
2 
572.3 
81.1 
1 
0.040 
Develop long-range plan for self-
professional growth. 
Read relevant periodicals and publications to 
keep abreast with current research. 
Participate in training conferences, workshops, 
etc. 
5 Participate in professional organizations and 
their meetings. 
Identify problem areas that need research in 
community. 
Communicate identified problem areas in community 
to research institutions. 
567.8 562.7 572.2 
72.5 73.1 71.9 
2 4.5 2 
563.6 562.5 564.5 
77.5 72.5 81.8 
5 6 4 
567.1 562.3 571.1 
71.3 71.3 71.5 
3 7 3 
548.4 546.0 550.4 
69.1 73.3 65.4 
10 10 10 
556.0 559.0 553.5 
66.9 69.1 65.3 
8 8 6 
552.9 552.5 553.3 
71.7 73.1 70.9 
9 9 7 
0.861 
0.034 
0.750 
0.196 
0.336 
0.007 
8 Develop and use simple survey research 
devices (questionnaire, interview schedule, 
etc.). 
9 Use simple methods of data analysis. 
10 Interpret and report research findings. 
Composite data 
560 .8  562 .7  
59 .3  67 .1  
7  4 .5  
561.8 574.0 
68.7 71.9 
6 • 3 
564.7 575.7 
70.9 79.7 
4 1 
557.4 557.1 
68.5 82.0 
2 
559 .1  0 .176  
51 .8  
5  
551.2 5.535* 
64.2 
8 
551.0 4.220* 
61.0 
9 
557.7 0.004 
54.4 
1 
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grouped by their professional competency categories. 
Significant differences were found between the admini­
strators and supervisors for nine competencies in three differ­
ent categories. In 'program planning' category (Table 32), 
the following four competencies had means that differed sig­
nificantly. 
1. 'Assess available community resources, facilities, 
and services' (F-value 5.830, P < .05). The agri­
cultural extension administrators (group mean of 
582.2, with fifth ranking) had a significantly higher 
rating for including this competency in preservice 
and/or inservice programs than did the agricultural 
extension supervisors (group mean of 561.4, with 
ninth ranking). It might be recalled that this 
competency also showed significant difference when 
respondents were grouped by their employing agencies. 
2. 'Determine priorities of community needs' (F-value 
8.828, P < .01). The agricultural extension admini­
strators (second ranking with mean of 593.7) had a 
higher importance rating for including this competen­
cy in preservice and/or inservice education programs 
than did the agricultural extension supervisors 
(fifth ranking with mean of 568.1). 
3. 'Identify audience (their norms, values, attitudes, 
etc.) for specific program' (F-value 6.388, P < .05). 
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Again, the extension administrators (sixth ranking 
with mean of 578.7) had a significantly higher pre-
service and/or inservice education importance rating 
for this competency than did the extension super­
visors (twelfth ranking with mean of 556.5). 
4. 'Relate national objectives to community extension 
programs' (F-value 4.492, P < .05). The extension 
administrators (group mean of 578.3) indicated this 
competency was more significantly important for the 
inclusion in preservice and/or inservice education 
programs than did the extension supervisors (group 
mean of 562.0). 
In Table 34, three competencies in 'program evaluation' 
were found to illustrate significant differences. 
1. 'Develop criteria for evaluation of program' (F-
value 8.311, P < .01). With group mean of 595.2 and 
ranking of second, the administrators considered this 
competency to be of significantly greater importance 
for the inclusion in the preservice and/or inservice 
education programs than did the extension supervisors 
(mean of 571.5 and third ranking). 
2. 'Utilize results of evaluation and audience feedback 
for planning future programs and modifying existing 
one' (F-value 8.060, P < .01). The agricultural 
extension administrators rated this competency higher 
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in importance for inclusion in the preservice and/or 
inservice programs than did the extension supervisors. 
3. 'Prepare program evaluation report' (F-value 4.322, 
P < .05). Again, the administrators considered this 
to be of greater importance for the inclusion in the 
preservice and/or inservice education programs than 
did the extension supervisors. 
Table 39 shows two competencies in 'personal development 
and research' category which were found to be significant: 
1. 'Use simple methods of data analysis' (F-value 5.535, 
P < .05); and 
2. 'Interpret and report research findings' (F-value 
4. 220, P < .05). 
The extension administrators again rated these two competen­
cies higher in importance for their inclusion in the pre­
service and/or inservice education programs that prepare people 
for agricultural extension supervisor positions than the exten­
sion supervisors. 
From the above, it can be included that the administrators 
perceived nine of the 87 competencies to be more important than 
did the supervisors, and that rioth the groups of respondents 
perceived the remaining 78 competencies to be of similar 
importance for the inclusion in preservice and/or inservice 
education programs. 
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When all the group mean scores by the extension admini­
strators for the 87 competencies were arrayed, the following 
competencies were observed to occupy the top twenty positions 
(in order of their perceived importance); 
1. Utilize results of evaluation and audience feedback 
for planning future programs and modifying existing 
ones (Program Evaluation). 
2. Involve extension program committee and other 
community leaders in the program development process 
(Program Planning). 
3. Develop criteria for evaluation of program (Program 
Evaluation). 
4. Plan and organize works of staff (Supervision and 
Administration). 
5. Determine priorities of community needs (Program 
Planning). 
6. Provide practical activities for audience learning 
(Program Implementation). 
7. Plan and organize the content of an instructional 
program (Program Implementation). 
8. Assign and explain responsibilities to staff (Super­
vision and Administration). 
9. Review post programs to identify their accomplishments 
and failures (Program Planning). 
10. Communicate effectively with audience (Program 
Implementation). 
11. Prepare annual and long-termed extension programs 
(Program Planning). 
12. Select and prepare appropriate instructional materials 
(Program Implementation). 
13. Prepare program evaluation report (Program Evalua­
tion) . 
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14. Evaluate performance of staff (Supervision and 
Administration). 
15. Make effective use of time (Supervision and Admini­
stration) . 
16. Prepare and get approval for budget (Supervision 
and Administration). 
17. Collect evidence for program evaluation (Program 
Evaluation). 
18. Assess available community resources, facilities 
and services (Program Planning). 
19. Coordinate works of staff (Supervision and Admini­
stration) . 
20. Plan and conduct leadership training courses 
(Leadership Development). 
With the exception of the last competency (that is number 
twenty), all the competencies were found to be from four cate­
gories only. Five competencies were from 'program planning' 
category, four from 'program implementation' category, four 
from 'program evaluation' category, and six from 'supervision 
and administration' category. This finding demonstrates that 
the extension administrators perceived those competencies 
associated with these four categories to be the most important 
ones for the inclusion in preservice and/or inservice educa­
tion programs that prepare people for the agricultural exten­
sion supervisor positions. 
When a comparison of these twenty competencies was made 
with those twenty competencies that were perceived by the 
extension administrators to be most important to the performance 
of the agricultural extension supervisors, it was found that 
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there were eleven competencies that were common in both the 
lists. It can be concluded that for these competencies, the 
administrators had similar perception of the twenty most 
important competencies for both the importance to the super­
visors' performance and the inclusion in the preservice and/or 
inservice education programs. 
The twenty most important competencies for the inclusion 
in preservice and/or inservice programs as perceived by the 
extension supervisors are as follows (in order of their 
importance): 
1. Prepare and get approval for budget (Supervision 
and Administration). 
2. Analyze farming community situation to identify 
their needs (Program Planning). 
3. Make effective use of time (Supervision and 
Administration). 
4. Use instructional media and equipments effectively 
during teaching (Program Implementation). 
5. Plan and conduct leadership training courses 
(Leadership Development). 
6. Plan and organize works of staff (Supervision and 
Administration). 
7. Provide practical activities for audience learning 
(Program Implementation). 
8. Prepare annual and long-termed extension programs 
(Program Planning). 
9. Utilize results of evaluation and audience feedback 
for planning future programs and modifying existing 
ones (Program Evaluation). 
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10. Plan and organize the content of an instructional 
program (Program Implementation). 
11. Assign and explain responsibilities to staff (Super­
vision and Administration). 
12. Collect evidence for program evaluation (Program 
Evaluation). 
13. Communicate effectively with staff and others in the 
office (Supervision and Administration). 
14. Review past programs to identify their accomplish­
ments and failures (Program Planning). 
15. Select and prepare appropriate instructional 
materials (Program Implementation). 
16. Keep and maintain necessary departmental records 
(Supervision and Administration). 
17. Utilize knowledge of rural cultures (such as customs, 
dialects etc.) when dealing with rural public 
(Public Relations and Rural Affairs). 
18. Keep abreast with relevant developments (Public 
Relations and Rural Affairs). 
19. Evaluate personal strengths and weaknesses (Personal 
Development and Research). 
20. Develop long-ranged plan for self-professional 
growth (Personal Development and Research). 
These twenty competencies were from seven different cate­
gories. Six competencies were from 'supervision and admini­
stration'; four competencies from 'program implementation'; 
three competencies from 'program planning'; two each from 
'program evaluation', 'public relations and rural affairs', 
and 'personal development and research'; and one from 'leader­
ship development'. It can be concluded that the extension 
supervisors perceived a more diversified group of competencies 
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that were important for the inclusion in preservice and/or 
inservice programs than did the administrators. 
Of the twenty most important competencies as perceived 
by the extension supervisors, twelve were found on the exten­
sion administrators' list. This indicates that two groups of 
respondents shared similar perception of the twenty most 
important competencies, to a certain extent. 
A comparison of the twenty most important competencies to 
the performance of extension supervisors and the twenty most 
important competencies for the inclusion in preservice and/or 
inservice education programs as perceived by the supervisors 
pointed out that there were ten competencies that appeared on 
both the lists. This shows that, to a certain extent, the 
extension supervisors agreed that those competencies that were 
most important for supervisors' performance, were also most 
important for the inclusion in the educational programs (pre­
service and/or inservice). 
The following is a list of the twenty least important 
competencies for the inclusion in the preservice and/or inser­
vice education programs as perceived by the extension admini­
strators : 
1. Assemble and up-date addresses for dissemination of 
information (Public Relations and Rural Affairs). 
2. Write publicity articles (Public Relations and Rural 
Affairs). 
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3. Participate in professional organizations and their 
meetings (Personal Development and Research). 
4. Develop and maintain working relationship with mass 
media (Public Relations and Rural Affairs). 
5. Communicate identified problem areas in community 
to research institutions (Personal Development and 
Research). 
6. Participate in meetings of relevant groups (Public 
Relations and Rural Affairs). 
7. Educate citizenship responsibilities to youth (Youth 
Development). 
8. Make effective use of secretarial and other office 
helps (Supervision and Administration). 
9. Obtain commitment from leaders regarding resources 
that they can contribute (Leadership Development). 
10. Evaluate performance of leaders continuously (Leader­
ship Development), 
11. Relate effectively to youth who come from a variety 
of cultural, economic and social background (Youth 
Development). 
12. Help youth identify their personal strengths and 
limitations (Youth Development). 
13. Identify problem areas that need research in 
community (Personal Development and Research). 
14. Provide appropriate recognition to leaders (Leader­
ship Development). 
15. Orientate youth leaders to positions they hold (Youth 
Development). 
16. Assist youth in their personal development (Youth 
Development). 
17. Participate in training conferences, workshops etc. 
(Personal Development and Research). 
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18. Read relevant periodicals and publications to keep 
abreast with current research (Personal Development 
and Research). 
19. Determine leadership pattern for dissemination of 
information (Leadership Development). 
20. Develop long-ranged plan for self-professional 
growth (Personal Development and Research). 
A review of the above competencies revealed that they 
were from five competency categories. Six competencies were 
from 'personal development and research'; five competencies 
from 'youth development'; four competencies each from 'leader­
ship development' and 'public relations and rural affairs'; 
and one competency from "supervision and administration'. It 
can be concluded that the administrators perceived those 
competencies from the above five categories were among the 
least important competencies for the inclusion in the educa­
tional programs. 
Of the above twenty least important competencies as 
perceived by the administrators, eleven did not appear on the 
list of twenty least important competencies to the performance 
of agricultural extension supervisors. This denotes that some 
differences existed between the administrators' perception of 
these dimensions. 
The twenty least important competencies for the inclusion 
in the preservice and/or inservice education programs as per­
ceived by the extension supervisors were listed in order of 
their least importance as follows: 
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1. Assemble and up-date addresses for dissemination of 
information (Public Relations and Rural Affairs). 
2. Write publicity articles (Public Relations and 
Rural Affairs). 
3. Develop and maintain working relationship with mass 
media (Public Relations and Rural Affairs). 
4. Make effective use of secretarial and other office 
helps (Supervision and Administration). 
5. Relate effectively to youth who come from a variety 
of cultural, economic and social background (Youth 
Development). 
6. Participate in professional organizations and their 
meetings (Personal Development and Research). 
7. Interpret and report research findings (Personal 
Development and Research). 
8. Use simple methods of data analysis (Personal 
Development and Research). 
9. Involve program committee members and other key 
individuals in the community when recruiting leaders 
(Leadership Development). 
10. Evaluate program activities promptly and continuously 
(Program Evaluation). 
11. Communicate identified problem areas in community to 
research institutions (Personal Development and 
Research). 
12. Identify problem areas that need research in 
community (Personal Development and Research). 
13. State program and teaching objectives in behavioral 
terms (Program Planning). 
14. Educate citizenship responsibilities to youth (Youth 
Development). 
15. Relate learning to immediate application (Program 
Implementation). 
16. Discuss with and disseminate evaluation reports to 
appropriate persons and groups (Program Evaluation). 
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17. Provide opportunities for audience self-evaluation 
(Program Implementation). 
18. Select appropriate learning experiences to achieve 
desired objectives (Program Planning). 
19. Identify needs and abilities of staff (Supervision 
and Administration) . 
20. Help youth identify their personal strengths and 
limitations (Youth Development). 
These competencies were observed to come from all the 
eight categories. Five competencies were from 'personal 
development and research'; three each from 'youth development' 
and 'public relations and rural affairs'; two each from 'pro­
gram planning', 'program implementation', 'program evaluation' 
and 'supervision and administration'; and one from 'leadership 
development'. 
A comparison of these competencies with those twenty 
least important competencies perceived by the administrator 
revealed that a total of ten competencies were found to be 
common in both the lists. It can be concluded that the two 
groups of respondents had similar perception on half of the 
list of twenty least important competencies for the inclusion 
in preservice and/or inservice programs. 
When the twenty least important competencies to the 
performance of agricultural extension supervisors were com­
pared with the twenty least important competencies for the 
inclusion of in preservice and/or inservice education programs 
as perceived by the supervisors, twelve identical competencies 
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were observed in both the lists, thus indicating the degree of 
similarity among the two sets of dimensions. It was also ob­
served, that four out of the top five least important compe­
tencies for the two sets of dimensions were also identical. 
In summary, it can be stated that the extension admini­
strators and the extension supervisors perceived the competen­
cies related with the eight categories to be of similar 
importance for the inclusion in the preservice and/or inservice 
education programs, except for the following nine competencies 
which showed significant (*) or very significant (**) difference; 
1. Assess available community resources, facilities, and 
services* (Program Planning). 
2. Determine priorities of community needs** (Program 
Planning). 
3. Identify audience for specific program* (Program 
Planning)• 
4. Relate national objectives to community extension 
programs* (Program Planning). 
5. Develop criteria for evaluation of program** (Program 
Evalution). 
6. Utilize results of evaluation and audience feedback 
for planning future programs and modifying existing 
ones** (Program Evaluation) . 
7. Prepare program evaluation report* (Program 
Evaluation). 
8. Use simple methods of data analysis* (Personal 
Development and Research). 
9. Interpret and report research findings* (Personal 
Development and Research). 
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It was also found that with the exception of 'program 
planning* and 'program evaluation' categories, the extension 
administrators and extension supervisors perceived the other 
six categories to be of similar importance for the inclusion 
in the preservice and/or inservice education programs. 
Relationships between Importance for Position 
Performance" and Importance for 
Program Inclusion 
The fourth objective of this study was to determine the 
relationships between importance of professional competency 
categories for position performance and importance for their 
inclusion in preservice and/or inservice education programs. 
To analyze these relationships when all respondents were con­
sidered as one group, product moment correlations were com­
puted. The coefficients of correlation between competency 
categories important for the position performance and compe­
tency categories important for program inclusion are presented 
in Table 40. 
It was observed that all the correlation coefficients 
were positive, indicating that the respondents' perception of 
the importance of the eight categories for both the two dimen­
sions (that is 'importance for position performance' and 
'importance for program inclusion') tend to increase or 
decrease together. The range of the correlation coefficients 
was from a low of .252 to a high of .848. The lowest coeffi­
cient of correlation of .252 was found between importance of 
Table 40. Coefficients of correlation between professional education competency categories important 
to the performance of agricultural extension supervisors and professional education 
competency categories important for the inclusion in preservice and/or inservice programs 
that prepare people for agricultural extension supervisor positions 
Professional education competency 
categories important for the 
Professional education competency categories important for the 
inclusion in preservice and/or inservice programs^  
position performance INI IN2 IN3 IN4 IN5 IN6 IN7 IN8 
Program Planning 0. 706 0. 563 0. 329 0. 330 0. 266 0. 512 0. 297 0. 390 
Program Implementation 0. 596 0. 648 0. 392 0. 326 0. 277 0. 438 0. 289 0. 365 
Program Evaluation 0. 293 0 .  280 0. 670 0. 570 0. 544 0. 472 0. 648 0. 582 
Leadership Development 0. 277 0. 296 0. 637 0. 848 0. 560 0. 255 0. 423 0. 350 
Youth Development 0. 295 0. 280 0. 550 0. 528 0. 813 0. 252 0. 502 0. 366 
Public Relations and Rural Affairs 0. 483 0. 536 0. 364 0. 418 0. 432 0. 560 0. 371 0. 425 
Supervision and Administration 0. 358 0. 393 0. 256 0. 346 0. 357 0. 723 0. 634 0. 723 
Personal Development and Research 0. 359 0. 355 0. ,413 0. 458 0. ,426 0. 692 0. 681 0. 787 
P^rofessional education competency categories: INI = Program Planning; IN2 = Program Implementa­
tion; IN3 = Program Evaluation; IN4 = Leadership Development; IN5 = Youth Development; IN6 = Public 
Relations and Rural Affairs; IN7 = Supervision and Administration; IN8 = Personal Development and 
Research. 
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youth development category to position performance and 
importance of public relations and rural affairs category for 
inclusion in preservice and/or inservice education programs. 
It can be concluded that as the respondents perceived the youth 
development category to be of low importance for supervisors' 
performance, they correspondingly perceived the public rela­
tions and rural affairs category to be of low importance for 
its inclusion in the preservice and/or inservice education 
programs. 
The highest correlation coefficient of .848 was observed 
between importance of leadership development category to posi­
tion performance and its importance for preservice and/or in-
service education programs inclusion. It may be concluded that 
as the respondents perceived leadership development category to 
be of high importance for the supervisors' performance, they 
also perceived the same category to be of high importance for 
including it in the preservice and/or inservice education pro­
grams . 
When relationships between the importance of a category 
to the supervisors' performance and its importance for the 
educational programs inclusion were examined, they ranked as 
follows: 
1. Importance of leadership development category to the 
supervisors' performance and 
Importance of leadership development category 
for the programs inclusion (r = .848). 
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2. Importance of youth development category to the 
supervisors' performance and 
Importance of youth development category for the 
programs inclusion (r = .813). 
3. Importance of personal development and research cate­
gory to the supervisors' performance and 
Importance of personal development and research 
category for the programs inclusion (r = .787). 
4. Importance of program planning category to the 
supervisors' performance and 
Importance of program planning category for the 
programs inclusion (r = .706). 
5. Importance of program evaluation category to the 
supervisors' performance and 
Importance of program evaluation category for 
the programs inclusion (r = .670). 
6. Importance of program implementation category to the 
supervisors' performance and 
Importance of program implementation category 
for the programs inclusion (r = .648). 
7. Importance of supervision and administration category 
to the supervisors' performance and 
Importance of supervision and administration 
category for the programs inclusion (r = .634). 
8. Importance of public relations and rural affairs 
category to the supervisors' performance and 
Importance of public relations and rural affairs 
category for the programs inclusion (r = .560). 
From the above, it can be concluded that generally, as the 
respondents perceived a competency category to be of high 
importance for the supervisors' performance, they also per­
ceived the same competency category to be of high importance 
for the inclusion in preservice and/or inservice education 
programs. The implication here is that, in general, a competen­
cy that is perceived to be of high importance for the super­
visors' performance, is also perceived to be of high importance 
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for the programs inclusion. Likewise, a competency that is 
perceived to be of low importance for the supervisors" per­
formance, is also felt not important for the programs inclu­
sion. 
In summary, positive relationships existed among the 
perceptions of the importance for the supervisors' performance 
and the perceptions of the importance for the programs inclu­
sion for all the competency categories. Generally, strong and 
positive relationships existed between the perceptions of the 
importance of a competency category to the supervisors' per­
formance and the perception of its importance for the programs 
inclusion. 
Differences in Groups' Importance Ratings 
of Competency Categories to 
Position Performance 
The fifth objective of this study was to determine if 
significant differences existed in the importance ratings of 
professional competency categories needed for the performance 
of agricultural extension supervisors as perceived by the 
respondents grouped by employing agency, staff position, age, 
tenure, and educational qualification. To analyze the differ­
ences, analyses of variance tests were performed for the 
composite data of each of the eight competency categories. 
Tables 41 through 45 show means, standard deviations, ranks, 
and analyses of variance for importance of the competency cate­
gories to the extension supervisors' performance as perceived 
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by the total samples and respondents grouped by their employing 
agency, staff position, age, tenure, and educational level. 
In Table 41, a very significant F-value of 3.697 (P < .01) 
was observed for the competency category number seven 'super­
vision and administration*. It can be concluded that highly 
significant differences in the perceptions of the importance of 
this category to the supervisors' performance existed among the 
respondents from DOA, RISDA, FELDA, FOA, and MADA. The Scheffe 
test showed that the respondents from FELDA (group mean of 
521.5) perceived this category to be more significantly impor­
tant than the respondents from FOA (group mean of 579.4). 
The other seven categories showed nonsignificant F-values. 
It can be concluded that the respondents from the five agencies 
had similar perception of the importance of each of these 
competency categories to the supervisors' performance. 
Overall, the category 'supervision and administration' 
(mean of 602.8) was also rated as the most important category 
among the eight categories by the respondents from the five 
agencies. Except for the respondents from FOA who rated this 
category as second in importance, the remaining four groups of 
respondents had a consensus that this category was the most 
important. The group mean scores for MADA, RISDA and DOA 
respondents were 617.3, 613.2, and 589.7 respectively. 
Together the five groups of respondents perceived 'pro­
gram planning' as the second most important category (overall 
Table 41. Means, standard deviations, ranks and analyses of variance for importance of professional 
education competency categories to the performance of agricultural extension supervisors, 
as perceived by the total sample and respondents grouped by their employing agencies 
Professional education 
competency categories 
Employing agencies' 
Overall 
F-
value 
1. Program Planning M 577.2 
38.7 
2 
577.8 
33.9 
3 
581.5 
39.0 
5 
583.8 
51.2 
4 
566.1 
32.3 
6 
578.6 
37.4 
2 
1.280 
2. Program Implementation 576.9 
35.5 
3 
579.3 
32,8 
2 
583.5 
41.9 
3 
579.9 
56.1 
5 
567.7 
29.0 
5 
574.2 
36.4 
4 
1.030 
3. Program Evaluation 566.6 
65.3 
7 
570.7 
38.8 
5 
575.0 
37.2 
7 
587.5 
46.4 
3 
584.5 
75.5 
1 
553.7 
103.8 
7 
2.311 
4. Leadership Development 571.9 
69.1 
6 
552.3 
91.3 
7 
582.4 
40.5 
4 
592.6 
44.4 
2 
571.8 
30.0 
3 
563.9 
104.3 
6 
2.039 
5. Youth Development 552.1 
6 6 . 2  
8 
547.0 
47.8 
8 
550.2 
64.7 
8 
577.6 
56.8 
7 
546.8 
41.5 
8 
543.7 
106.0 
8 
1.532 
6. Public Relations and Rural Affairs 573.2 
38.2 
5 
568.0 
30.9 
6 
581.9 
43.2 
5 
573.3 
48.3 
8 
569.4 
33.6 
4 
573.5 
34.4 
5 
0.885 
7. Supervision and Administration 602.8  
6 2 . 6  
1 
589.7 
3 6 . 2  
1 
613.2 
52.2 
1 
621.5 
54.5 
1 
579.4 
96.6 
2 
617.3 
42.8 
1 
3.697** 
(3>4®) 
8. Personal Development and Research 573.4 571.5 588.4 577.8 555.1 575.0 1.710 
61.2 32.6 49.6 52.3 94.0 56.3 
4 4 2 6 7 3 
E^mploying agencies: 1 = DOA; 2 = RISDA; 3 = FELDA; 4 = FOA; and 5 = MAD A. Applies to Tables 
41 and 46. 
= Mean. Applies to Tables 41 through 50. 
S^D = Standard deviation. Applies to Tables 41 through 50. 
= Rank of category mean among all categories means. Applies to Tables 41 through 50. 
0 
Group means differed significantly at the .10 level of probability. Applies to Tables 41 
and 45. 
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mean of 577. 2) for the extension supervisors'performance. The 
MADA respondents (group mean of 578.6) perceived it as second 
in importance, the DOA respondents (mean of 577.8) perceived 
it as third, the FELDA respondents (mean of 583.8) perceived 
it as fourth, and the RISDA and FOA respondetns (mean of 581.5 
and 566.1 respectively) perceived it as sixth. 
Competency category number two 'program implementation' 
was ranked as the third important category (overall mean of 
576.9). Further examination of this competency showed that it 
was ranked second by the DOA respondents, third by the RISDA 
respondents, fourth by the MADA respondents, and fifth by the 
FELDA and FOA respondents. 
'Youth development' was perceived as the least important 
category collectively by the respondents from the five agencies 
(overall mean of 552.1). The FELDA respondents with mean of 
577.6 rated this as second to the least important (seventh 
ranking), whereas the DOA, RISDA, FOA and MADA respondents with 
group means of 547.0, 550.2, 546.8, and 543.7 respectively 
perceived it as the least important among the eight categories. 
The second least important category was 'program evalua­
tion' (overall mean of 566.6). It was interesting to note that 
while the RISDA and MADA respondents perceived this category as 
the second least important, and while the DOA respondents 
perceived it as fifth in importance, the FOA and FELDA respond­
ents perceived it as the most important and third most important 
respectively. 
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'Personal development and research' (overall mean of 
573.4), 'public relations and rural affairs' (overall mean of 
573.2), and 'leadership development' (overall mean of 571.9) 
were rated as fourth, fifth and sixth important competencies 
consecutively. 
It can be summarized that, with the exception of one 
competency category (supervision and administration), no sig­
nificant difference existed in the importance ratings of the 
other seven competency categories for the supervisors' per­
formance as perceived by the respondents from the five agencies 
Table 42 shows means, standard deviations, ranks, and F-
values for the importance of professional education competency 
categories to the performance of the agricultural extension 
supervisors' performance as perceived by the total sample and 
respondents grouped by their staff positions. The generally 
low and nonsignificant F-values indicate that the extension 
administrators and extension supervisors perceived each of the 
eight competency categories to be of similar importance for 
the supervisors' performance. 
The extension administrators and extension supervisors 
agreed that the 'supervision and administration' category was 
the most important category and that 'youth development' was 
the least important to the performance of extension supervisors, 
Both of them also ranked 'public relations and rural affairs' 
as fifth in importance. 
Table 42. Means, standard deviations, ranks, and analyses of variances for importance of professional 
education competency categories to the performance of agricultural extension supervisors, 
as perceived by the total sample and respondents grouped by their staff positions 
Staff positions^  
Professional education 
competency categories Overall 1 2 
F-
value 
1. Program Planning M" 577.2 
38.8 
2 
577.4 
38.7 
2 
577.0 
39.0 
3 
0.002 
2. Program Implementation 576.9 
39.5 
3 
576.9 
45.1 
3 
576.9 
34.2 
4 
0.0 
3. Program Evaluation 566.6 
65.3 
7 
569.5 
64.6 
6 
564.0 
66.0 
7 
0.348 
4. Leadership Development 571.9 
69.1 
6 
572.0 
71.2 
4 
571.7 
67.5 
6 
0.0 
5. Youth Development 552.1 
66.2 
8 
555.8 
54.3 
8 
548.9 
75.2 
8 
0.524 
6. Public Relations and Rural Affairs 573.2 
38.2 
5 
570.7 
39.4 
5 
575.4 
37.1 
5 
0.776 
7. Supervision and Administration 602.8 
62.6 
1 
593.7 
77.3 
1 
610.8 
45.0 
1 
3.767 
8. Personal Development and Research 573.4 
61.2 
4 
569.1 
72.6 
7 
577.1 
49.1 
2 
0.862 
Staff positions: 1 = Administrator; 2 = Supervisor. Applies to Tables 42 and 47. 
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'Program planning', 'program implementation', 'leadership 
development' and 'program evaluation', which had overall rank­
ing of second, third, sixth and seventh respectively, were 
observed to have higher perceptions of their importance to the 
supervisors' performance by the extension administrators than 
did the extension supervisors. They were ranked second, third, 
fourth and sixth by the administrators as compared to the 
supervisors' ranking of third, fourth, sixth and seventh 
respectively. 'Personal development and research' was the only 
competency that was rated higher by the supervisors (second 
ranking) than did the administrators (seventh). 
As a summary, it can be stated that there was no signifi­
cant difference in the perception of the importance of the 
eight competency categories by the extension administrators 
and extension supervisors. 
The means, standard deviations, ranks, and F-values for 
the perception of the importance of professional education 
competency categories to the performance of extension super­
visors by the respondents grouped by their age categories are 
summarized in Table 43. An examination of the F-values shows 
that they are all low and nonsignificant. It can be concluded 
that all the four groups of respondents perceived each of the 
competency categories to be of similar importance to the exten­
sion supervisors' performance. 
Table 43. Means, standard deviations, ranks, and analyses of variance for importance of professional 
education competency categories to the performance of agricultural extension supervisors, 
as perceived by the total sample and respondents grouped by age categories 
Age categories^  
Professional education 
competency categories Overall 1 2 3 4 
F-
value 
1. Program Planning 577.2 579.6 572.8 583.1 577.1 0.593 
SD" 38.8 40.0 36.9 28.2 45.1 
Rd 2 3 4 3 2.5 
2. Program Implementation 576.9 583.4 573.3 576.3 576.2 0.605 
39.5 32.8 37.8 44.7 43.7 
3 2 3 6 4 
3. Program Evaluation 566.6 570.7 559.5 578.9 564.5 0.718 
65.3 31.5 66.7 40.3 91.2 
7 7 7 4 6 
4. Leadership Development 571.9 576.6 573.6 585.3 558.0 1.233 
69.1 31.7 39.1 30.9 118.3 
6 5 2 2 7 
5. Youth Development 552.1 550.1 548.9 557.4 554.6 0.156 
66.2 46.5 55.5 53.1 94.6 
8 8 8 8 8 
6. Public Relations and Rural Affairs 573.2 578.1 571.2 572.3 572.1 0.332 
38.2 30.6 38.9 37.9 43.5 
5 4 5 7 5 
7. Supervision and Administration 602.8 601.9 594.3 607.4 611.4 0.812 
62.6 43.2 85.4 45.7 50.9 
1 1 1 1 1 
8. Personal Development and Research 573.4 571.1 567.7 576.4 577.1 0.296 
61.2 39.0 82.7 37.2 57.7 
4 6 6 5 2.5 
A^ge categories; 1 = 25 years and 
above. Applies to Tables 43 and 48. 
less; 2 = 26-30 years ; 3 = 31-35 years ; and 4 = 36 years and 
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'Supervision and administration' and 'youth development' 
categories were again agreed to be the most important and the 
least important categories respectively, by the respondents 
when grouped by four age categories. 'Program planning', which 
was perceived to be second in importance overall, was ranked 
two and one-half by the 36 years and above group, third by the 
25 years and less group and the 31 through 35 years groups, and 
fourth by the 26 through 30 years group. 'Program implementa­
tion' (third in importance) was perceived by the 25 years and 
less group, the 26 through 30 years group, the 31 through 35 
years group, and the 36 years and above group as second, third, 
sixth, and fourth respectively. 
Competency category number three 'program evaluation' and 
competency category number four 'leadership development' were 
ranked as seventh (or second least important) and sixth (or 
third least important) consecutively. For 'program evaluation', 
the 25 years and less group and the 26 through 30 years group 
ranked it as seventh, the 36 years and above ranked it as 
sixth, and the 31 through 35 years group ranked it as fourth 
in importance. 'Leadership development' was perceived to be 
second in importance by those respondents who were 26 through 
35 years old; however it was ranked seventh and fifth by the 
36 years and above group and the 25 years and less group. 
It can be summarized that there was no significant differ­
ence in the perception of the importance of the eight 
255 
competency categories by the respondents grouped by their age 
categories. 
The perception of the importance of the professional 
education competency categories to the performance of agri­
cultural extension supervisors by the respondents grouped by 
tenure categories was illustrated in Table 44. It was found 
that the respondents had similar perception of the importance 
of each of the eight competency categories. This was evidenced 
by the low and nonsignificant F-values observed for all the 
eight categories. 
All the four tenure groups of respondents agreed that 
'supervision and administration' was the most important cate­
gory, and that 'youth development' was the least important 
category to the supervisors' performance. For the second most 
important category 'program planning', those respondents who 
had extension working experience of two years and less, and 
six years and above perceived it to be third in importance; 
and those who had extension experience of three through five 
years, rated it as fourth in importance. Those respondents 
who had five and less years of experience in extension work, 
perceived the category 'program implementation' as second most 
important; those with six through ten years, perceived it as 
fifth in importance; and those with over ten years of 
experience ranked it as fourth in importance. 
Table 44. Means, standard deviations, ranks and analyses of variance for importance of professional 
education competency categoiies to the performance of agricultural extension supervisors, 
as perceived by the total sample and respondents grouped by tenure categories 
Tenure categories^ 
Professional education 
competency categories Overall 1 2 3 4 
F-
value 
1. Program Planning 577.2 582.0 571.4 581.7 577.1 0.910 
SD^ 38.8 39.0 35.7 39.7 41.6 
Rd 2 3 4 3 3 
2. Program Implementation 576.9 582.8 574.1 576.2 576.3 0.433 
39.5 37.2 33.9 50.6 38.3 
3 2 2 5 4 
3. Program Evaluation 566.6 576.0 555.3 576.9 564.9 1.313 
65.3 30.9 67.0 42.4 93.3 
7 7 7 4 6 
4. Leadership Development 571.9 580.9 569.9 584.8 556.1 1.637 
69.1 36.2 36.2 37.1 122.1 
6 4 5 2 7 
5. Youth Development 552.1 548.3 548.4 563.3 550.9 0.513 
66.2 47.7 54.4 56.9 95.7 
8 8 8 8 8 
6. Public Relations and Rural Affairs 573.2 576.6 572.0 569.6 575.0 0.287 
38.2 35.2 37.2 37.7 42.9 
5 6 3 7 5 
7. Supervision and Administration 602.8 599.6 594.1 605.7 614.7 1.099 
62.6 44.2 85.1 49.9 48.2 
1 1 1 1 1 
8. Personal Development and Research 573.4 579.1 565.0 573.1 579.9 0.720 
61.2 38.3 82.9 44.1 55.7 
4 5 6 6 2 
tenure categories: 1=2 years and less; 2 = 3-5 years; 3 = 6-10 years; 4 = 11 years and above. 
Applies to Tables 44 and 49. 
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The respondents with less than six years of experience 
also perceived the category 'program evaluation' as the second 
least important. Those with six through ten years of experi­
ence perceived it as fourth in importance, and those with over 
ten years of experience ranked it as sixth important competency 
category. 'Leadership development' (the overall sixth ranking 
category) was perceived by those respondents with two or less 
years of experience as fourth in importance, those with three 
through five years as fifth in importance, those with six 
through ten years as second in importance, and those with over 
ten years as the second least important category to the super­
visors' performance. 
To summarize, it was found that no significant difference 
existed in the perception of the importance of the eight 
competency categories by the respondents grouped according to 
their working experience in extension. 
In Table 45, when the perception of the importance of the 
professional competency categories by the respondents grouped 
by their educational qualification was examined, it was found 
that the competency category 'supervision and administration' 
showed a significant F-values of 3.268 (P < .05). This indi­
cates the respondents perceived the importance of this category 
to be significantly different. The Scheffe test revealed that 
the respondents with less than Diploma in Agriculture (group 
mean of 623.2) perceived this competency to be more important 
Table 45. Means, standard deviations, ranks, and analyses of variance for importance of professional 
education competency categories to the performance of agricultural extension supervisors, 
as perceived by the total sample and respondents grouped by their educational qualification 
Professional education 
competency categories 
Educational qualification" 
Overall 
F-
value 
M 
Rd 
1. Program Planning 
2. Program Implementation 
3. Program Evaluation 
4. Leadership Development 
5. Youth Development 
6. Public Relations and Rural Affairs 
7. Supervision and Administration 
8. Personal Development and Research 
577.2 
38.8 
2 
576.9 
39.5 
3 
566.6 
65.3 
7 
571.9 
69.1 
6 
552.1 
6 6 . 2  
8 
573.2 
38.2 
5 
602.8 
6 2 . 6  
1 
573.4 
61.2 
4 
577.7 
38.6 
3 
574.7 
40.3 
4 
560.6 
97.8 
7 
565.0 
97.7 
6 
550.4 
101.2 
8 
571.6 
38.5 
5 
623.2 
39.8 
1 
581.5 
56.5 
2 
577.2 
38.2 
4 
580.9 
29.8 
2 
569.1 
32.9 
7 
578.6 
36.8 
3 
551.5 
51.7 
8 
576.9 
34.9 
6 
606.0 
46.4 
1 
577.0 
45.7 
5 
576.2 
40.2 
2 
570.5 
46.3 
4 
564.3 
73.1 
6 
574.4 
40.0 
3 
550.7 
53.2 
8 
569.1 
40.6 
5 
585.4 
88.0 
1 
561.3 
81.0 
7 
580.7 
40.5 
5 
590.0 
54.8 
2 
581.4 
56.4 
4 
535.4 
172.0 
8 
570.0 
70.3 
7 
574.5 
48.1 
6 
599.6 
48.5 
1 
582.0 
49.7 
3 
0.048 
1.315 
0.391 
1.558 
0.309 
0.521 
3.268* 
(1>3®) 
1.230 
^Educational qualification: 1 = Less than Diploma in Agriculture; 2 = Diploma in Agriculture; 
3 = Bachelor's degree; and 4 = Master's degree. Applies to Tables 45 and 50. 
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to the supervisors' performance than did those respondents who 
were Bachelor's degree holders (group mean of 585.4). 
It was also found that all the other seven categories had 
low and nonsignificant F-values, denoting that the respondents 
perceived each of them to be of similar importance to the 
supervisors' performance. 
All the four groups of respondents ranked 'supervision 
and administration' as the first in importance. Except for 
the Masters' degree holders, the remaining three groups of 
respondents perceived 'youth development' category as the least 
important one (eighth ranking). Examining the 'program 
planning' category (second in importance), it was found that 
the Bachelor's degree holders, those with less than Diploma in 
Agriculture, the Diploma in Agriculture holders, and the 
Master's degree holders ranked this competency category as 
second, third, fourth and fifth, consecutively. For the third 
important competency category (program implementation), the 
Diploma in Agriculture and Master's degree holders perceived 
it to be the second most important category; and the Bachelor's 
degree holders and those with less than Diploma in Agriculture 
qualification, perceived it to be the fourth in importance. 
The second least important category (program evaluation) 
was perceived to be fourth in importance by those respondents 
with Master's degree, sixth by those with Bachelor's degree 
and seventh or second least important by those with less, than 
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Diploma in Agriculture and those with Diploma in Agriculture. 
In the case of 'leadership development' category (sixth rank­
ing) , it was perceived to be third in importance by the Diploma 
in Agriculture and Bachelor's degree holders, sixth in impor­
tance by the respondents who had less than Diploma in Agri­
culture, and eighth or least important by those with Master's 
degrees. 
It can be summarized that when the respondents were 
grouped by their educational qualifications, there was no 
significant difference in their perception of the importance 
of the professional education categories to the performance of 
extension supervisors, except for the 'supervision and admin­
istration' category. 
In summary, it can be generalized that there was no 
significant difference in the perception of the importance of 
the eight competency categories to the supervisors' performance 
by the respondents when grouped by their employing agencies, 
staff positions, age, tenure, and educational qualifications 
except for the following two categories; 
1. 'Supervision and administration' category was 
perceived by the FELDA respondents to be more 
significantly important to the performance of 
extension supervisors than did the FOA respondents. 
2. 'Supervision and administration' category was 
perceived by the respondents with less than Diploma 
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in Agriculture to be more significantly important 
to the performance of extension supervisors than did 
those respondents who were Bachelor's degree holders. 
The respondents perceived the importance of the eight 
competency categories to be in the following order: 
1. Supervision and Administration. 
2. Program Planning. 
3. Program Implementation. 
4. Personal Development and Research. 
5. Public Relations and Rural Affairs. 
6. Leadership Development. 
7. Program Evaluation. 
8. Youth Development. 
Regardless of any grouping methods, the respondents agreed 
that the category 'supervision and administration' was the 
most i.Fiportant, and the category 'youth development' was the 
least important. 
Differences in Groups' Importance Ratings 
of Competency Categories for 
Program Inclusion 
The sixth and final objective of this study was to deter­
mine if significant differences existed in the importance 
ratings of professional competency categories for the inclusion 
in the preservice and/or inservice education programs that pre­
pared persons for agricultural extension supervisor positions 
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as perceived by the respondents grouped by employing agency, 
staff position, age, tenure and educational qualification. 
Analysis of variance was computed for the composite data of 
each of the eight competency categories to test for differ­
ences in means among groups. Tables 46 through 50 illustrate 
the means, standard deviations, ranks, and analyses of variance 
for importance of the competency categories for the inclusion 
in the preservice and/or inservice education programs as per­
ceived by the total sample and the respondents grouped by 
their employing agency, staff position, age, tenure, and 
educational level. 
Reviewing Table 46, it was found that none of the F-values 
were significant. This indicates that the respondents per­
ceived each of the category to be of similar importance for 
the inclusion in the preservice and/or inservice education 
programs. 
Overall, 'program planning' was perceived as the most 
important competency category (mean of 570.1). The respondents 
from MADA perceived it as the most important, those from F OA 
perceived it second in importance, and those from DOA, RISDA 
and FELDA perceived it as third in importance. 'Program 
Implementation' (mean of 569.6), received the second overall 
rating. It was interesting to note that respondents from DOA, 
RISDA, and FOA rated it as the most important category among 
the eight categories; those from MADA rated it third; and those 
Table 46. Means, standard deviations, ranks, and analyses of variance for importance of professional 
education competency categories for the inclusion in preservice and/or inservice programs, 
as perceived by the total sample and respondents grouped by their employing agencies 
Employing agencies^ 
Professional education 
competency categories Overall 1 2 3 4 5 
F-
value 
1. Program Planning 
SD^ 
570.1 
42.4 
1 
566.4 
39.5 
3 
579.6 
46.3 
3 
581.9 
56.1 
3 
559.4 
27.1 
2 
564.9 
38.9 
1 
2.125 
2. Program Implementation 569.6 
47.0 
2 
570.2 
39.1 
1 
583.7 
45.4 
1 
572.4 
62.4 
6 
561.0 
36.5 
1 
559.5 
50.6 
3 
1.820 
3. Program Evaluation 569.5 
63.1 
3 
569.6 
46,0 
2 
580.3 
52.9 
2 
586.9 
54.1 
1 
558.8 
32.2 
4 
553.3 
108.7 
4 
1.894 
4. Leadership Development 557.7 
78.2 
5 
541.4 
93.6 
8 
573.2 
55.1 
5 
575.8 
62.1 
4 
550.6 
51.9 
5 
550.4 
111.5 
6 
1.538 
5. Youth Development 551.7 
69.5 
8 
546.1 
49.0 
7 
559.9 
60.6 
8 
574.5 
68.2 
5 
542.8 
50.8 
7 
537.9 
108.4 
8 
1.672 
6. Public Relations and Rural Affairs 555.6 
67.5 
7 
555.2 
43.8 
6 
572.9 
60.5 
7 
561.5 
69.7 
7 
537.3 
95.3 
8 
551.5 
53.2 
5 
1.636 
7. Supervision and Administration 567.8 
81.0 
4 
564.7 
45.6 
4 
573.1 
78.9 
6 
582.0 
82.1 
2 
559.0 
97.8 
3 
562.5 
95.5 
2 
0.480 
8. Personal Development and Research 557.4 
68.5 
6 
558.7 
38.6 
5 
578.5 
62.5 
4 
558.9 
61.2 
8 
545.9 
96.0 
6 
542.5 
6717 
7 
1.803 
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from FELDA rated it as sixth in importance. On the other 
hand, the FELDA respondents perceived 'program evaluation' 
(third in overall importance) as the most important category, 
while those from DOA and RISDA perceived it as second important 
and those from FOA and MADA rated it as the fourth important. 
The competency category number five 'youth development', 
which was perceived as the least important of the eight cate­
gories to the performance of the extension supervisors, was 
again rated as the least important competency categories (over­
all mean of 551.7). While those respondents from RISDA and 
MADA agreed that this competency was the least important, the 
DOA and FOA respondents rated it as the second least important, 
and the FELDA respondents felt it was fifth in importance. 
'Public relations and rural affairs' was observed to be 
the second least important competency category (overall mean of 
555.6). It was rated as the least important by the FOA 
respondents, second least important by the RISDA and FELDA 
respondents, sixth by the DOA respondents, and fifth by the 
MADA respondents. The overall sixth ranking category was 
'personal development and research' with a mean of 557.4. It 
was interesting to note that all the five groups of respondents 
ranked this competency category differently, starting from the 
RISDA respondents with fourth ranking and continuing all the 
way to eighth ranking (least important) by the FELDA respond­
ents. Those from DOA, FOA, and MADA ranked it as fifth, sixth 
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and seventh respectively. 
'Supervision and administration' which was perceived as 
the most important category to the performance of extension 
supervisors, was rated as the fourth important category for 
the inclusion in the preservice and/or inservice education 
programs. The fifth important category was felt to be that 
of 'leadership development'. 
In summary, it can be stated that no significant differ­
ence was found in the perception of the importance of compe­
tency categories for the inclusion in the preservice and/or 
inservice education programs when the respondents were grouped 
according to their employing agencies. 
Table 47 summarizes the means, standard deviations, ranks, 
and analyses of variance for importance of professional educa­
tion competency categories for the inclusion in preservice 
and/or inservice programs, as perceived by the total sample 
and respondents grouped by their staff positions. Examining 
the most important competency category 'program planning' 
(overall mean of 570.1) , it was found that it had a significant 
F-value of 5.399 (P < .05). It was concluded that the agri­
cultural extension administrators (mean of 577.5) perceived 
this competency to be more important for the programs inclusion 
than the agricultural extension supervisors (mean of 563.7). 
A significant F-value of 5.425 (P < .05) was observed for 
the category 'program evaluation'. It was further observed 
Table 47. Means, standard deviations, ranks and analyses of variance for importance of professional 
education competency categories for the inclusion in preservice and/or inservice programs, 
as perceived by the total sample and respondents grouped by their staff positions 
Professional education 
competency categories 
Staff positions' 
Overall 
F-
value 
M 
sd' 
1. Program Planning 
2. Program Implementation 
3. Program Evaluation 
4. Leadership Development 
5. Youth Development 
6. Public Relations and Rural Affairs 
7. Supervision and Administration 
8. Personal Development and Research 
570.1 
42.4 
1 
569.6 
47.0 
2 
569.5 
63.1 
3 
557.7 
78.2 
5 
551.7 
69.5 
8 
555.6 
67.5 
7 
567.8 
81.0 
4 
557.4 
68.5 
6 
577.5 
44.2 
2 
573.2 
53.5 
3 
580.6 
54.0 
1 
557.8 
84.9 
5 
554.4 
6 0 . 8  
8 
553.9 
83.7 
7 
571.1 
84.2 
4 
557.1 
82.0 
6 
563.7 
40.0 
3 
566.5 
40.6 
1 
560.0 
6 8 . 8  
4 
557.5 
72.2 
6 
549.2 
76.5 
8 
557.1 
49.6 
7 
564.9 
78.4 
2 
557.7 
54.4 
5 
5.399* 
1.000 
5.425* 
0 . 0  
0.274 
0.115 
0.294 
0.004 
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that the extension administrators (mean of 580.6 with first 
ranking) felt 'program evaluation' to be more significantly 
important than did the extension supervisors (mean of 560.0 
with fifth ranking). Overall, this competency category was 
ranked third in importance. 
Both the extension administrators and extension super­
visors perceived 'youth development', 'public relations and 
rural affairs' and 'personal development and research' to be 
the least important, the second least important, and third 
least important categories respectively. 
In summary, the extension administrators perceived 
'program planning' and 'program evaluation' categories to be 
more important for the inclusion in the preservice and/or in-
service education programs than did the extension supervisors, 
and both groups of extension personnel perceived the other 
six categories to be of similar importance. 
A review of Table 48 reveals that all the F-values were 
low and nonsignificant. It can be concluded that the respond­
ents, when grouped by their age categories, perceived all the 
eight categories of professional competencies to be of similar 
importance for inclusion in education programs. 
The most important category 'program planning' was per­
ceived by those respondents who were over 35 years old as the 
most important category; it was perceived by those respondents 
who were under 26 years and those who were 31 through 35 years 
Table 48. Means, standard deviations, ranks, and analyses of variance for importance of professional 
education competency categories for the inclusion in preservice and/or inservice programs, 
as perceived by the total sample and respondents grouped by age categories 
Age categories' 
Professional education 
competency categories Overall 1 2 3 4 
F-
value 
1. Program Planning 570.1 569.4 567.1 576.9 570.4 0.386 
SD^: 42.4 37.5 35.1 49.8 50.0 
Rd 1 2 3.5 2 1 
2. Program Implementation 569.6 570.9 570.3 575.9 564.2 0.448 
47.0 41.9 40.6 65.4 46.5 
2 1 2 4 3 
3. Program Evaluation 569.5 561.2 574.9 583.0 562.2 1.164 
63.1 48.5 45.0 57.0 89.9 
3 3 1 1 4 
4. Leadership Development 557.7 558.0 560.6 572.5 545.3 0.876 
78.2 48.2 52.4 63.6 120.9 
5 6 5 5 8 
5. Youth Development 551.7 546.5 551.8 555.4 563.7 0.130 
69.5 49.9 57.8 72.5 92.7 
8 8 7 8 6 
6. Public Relations and Rural Affairs 555.6 557.3 549.4 564.0 556.9 0.369 
67.5 50.4 82.4 71.9 57.3 
7 7 8 7 5 
7. Supervision and Administration 567.8 560.7 567.1 576.1 569.7 0.239 
81.0 66.6 86.8 81.8 85.8 
4 4 3.5 3 2 
8. Personal Development and Research 557.4 559.2 554.9 568.5 552.5 0.412 
68.5 45.4 85.3 71.1 60.4 
6 5 6 6 7 
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as second, most important, and those who were 26 through 30 
years as three and one-half. 'Program implementation' cate­
gory was perceived as first, second, third, and fourth in 
importance by those respondents who were under 26 years, 26 
through 30 years, over 35 years, and those 30 through 35 years 
respectively. Those respondents who were 26 through 35 years 
perceived 'program evaluation' category as the most important, 
whereas it was perceived as third and fourth respectively by 
those who were below 26 years and those who were over 35 years 
old. 
The eight, seventh and sixth overall ranking categories 
were perceived differently by the four groups of respondents. 
For the eighth ranking competency (youth development), both 
the 25 years and less group and the 31 through 35 years group 
felt it was the least important; but the 26 through 30 years 
group felt it to be the second least important and the 36 
years and older group felt it was sixth in importance. In the 
case of 'public relations and rural affairs' category (seventh 
ranking) .. both the 25 years and younger group and the 31 
through 35 years group perceived it to be the second least 
important; but the 26 through 30 years group perceived it to 
be the least important and the 36 years and older group felt 
it was the fifth important. Those respondents who were 26 
through 35 years old felt 'personal development and research' 
as the sixth important category, but those who were under 26 
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years and those who were above 35 years rated it as fifth 
and seventh respectively. 
It can be summarized that there was no significant dif­
ference in the perception of the importance of the eight 
competency categories by the respondents grouped by their age. 
In Table 49, all the F-values were nonsignificant. It 
can be concluded then that the four tenure groups of respond­
ents felt each of the eight competency categories to be of 
similar importance for the inclusion in preservice and/or in-
service education programs that prepared people for agri­
cultural extension supervisor positions. 
It was observed that although 'program planning' was 
perceived to be the overall most important category, none of 
the respondents rated it as first in importance. Those who 
had less than three years of experience in extension work 
rated it as third in importance, whereas those with three and 
more years of experience rated it as second in importance. 
Those respondents with less than three years of 
experience perceived 'program implementation' as the most 
important competency category, those who had three to five 
years of experience and those with more than ten years of 
experience perceived it as third important, and those with 
six through ten years perceived it to be fifth in importance. 
The latter group of respondents felt 'program evaluation' as 
the most important category for the programs inclusion, while 
Table 49. Means, standard deviations, ranks, and analyses of variance for importance of professional 
education competency categories for the inclusion in preservice and/or inservice programs, 
as perceived by the total sample and respondents grouped by tenure categories 
Tenure categories^ 
Professional education 
competency categories Overall 1 2 3 4 
F-
value 
1. Program Planning 570.1 567.9 567.8 579.8 566.8 0.929 
SD"" 42.4 38.0 31.8 54.1 47.1 
Rd 1 3 2 2 2 
2. Program Implementation 569.6 575.2 567.6 573.4 564.5 0.526 
47.0 35.5 41.7 62.7 47.7 
2 1 3 5 3 
3. Program Evaluation 569.5 573.1 564.4 582.4 562.5 0.981 
63.1 32.8 49.6 60.3 93.3 
3 2 4 1 4 
4. Leadership Development 557.7 563.1 554.9 573.6 543.5 1.231 
78.2 43.6 50.3 66.3 125.4 
5 4 6 4 8 
5. Youth Development 551.7 544.4 552.9 556.1 552.4 0.218 
69.5 47.6 54.9 74.0 95.3 
8 8 7 8 7 
6. Public Relations and Rural Affairs 555.6 555.4 551.5 560.9 556.7 0.168 
67.5 48.8 82.8 67.8 59.1 
7 7 8 7 5 
7. Supervision and Administration 567.8 556.5 568.6 577.0 568.5 0.455 
81.0 62.1 88.0 77.0 89.4 
4 5 1 3 1 
8. Personal Development and Research 557.4 556.4 557.2 563.6 553.3 0.177 
68.5 48.8 83.9 67.5 61.8 
6 6 5 6 6 
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those respondents with less than three years of experience 
ranked it second in importance, and those who had three to 
five years of experience and those with more than ten years 
ranked it fourth in importance. It was interesting to note 
that 'supervision and administration' (fourth ranking in 
importance) was perceived by those who had three to five and 
those with more than ten years of experience as being the most 
important category. 
Examining the least important category (youth develop­
ment) , it was found that those respondents with 2 years and 
less and those with six through ten years perceived it to be 
the least important, and those respondents with three through 
five years and those with eleven years and more perceived it 
to be second least important. Two groups of respondents 
(those with less than 3 years and those with six through ten 
years) concurred with the overall ranking that 'public rela­
tions and rural affairs' were second least important; however 
those who had three through five years and those with over 
eleven years perceived it to be the least important and fifth 
in importance respectively. With the exception of the three 
through five years group, all three other respondent groups 
agreed 'personal development and research' was the sixth in 
importance category. 
In summary, there was no significant difference in the 
perception of the importance of professional education compe­
tency categories for the inclusion in the preservice and/or 
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inservice education programs by the respondents grouped by 
their work experience in extension. 
A significant difference in the perception of the 
importance of 'personal development and research' category 
among the respondents grouped by their educational level was 
observed in Table 50 (F-value of 2.513, P < .05). The Scheffe 
test failed to show significant difference between any two 
groups of respondent. Other categories did not show signifi­
cant F-values, thus indicating that the respondents perceived 
each of them to be of similar importance. 
It was found that only those respondents who had less 
than Diploma in Agriculture agreed that 'program planning' was 
the most important category for the inclusion in the preser-
vice and/or inservice education programs. The Diploma in 
Agriculture holders perceived it as third in importance, and 
the Bachelor and Master's degrees holders perceived it to be 
second in importance. 
Those who had Diploma in Agriculture and less agreed 
'program implementation' as the second important category. 
The Bachelor's degree holders ranked it as the third important 
and those with Master's degree rated it to be fifth in 
importance. The latter two groups of respondents, however, 
perceived 'program evaluation' to be the most important cate­
gory; and the former two groups perceived it to be fourth in 
importance. 
Table 50. Means, standard deviations, ranks and analyses of variance for importance of professional 
education competency categories for the inclusion in preservice and/or inservice programs, 
as perceived by the total sample and respondents grouped by their educational qualification 
Professional education 
competency categories 
Educational qualification*^ 
Overall 
F-
value 
M 
SD^ 
1. Program Planning 
2. Program Implementation 
3. Program Evaluation 
4. Leadership Development 
5. Youth Development 
6. Public Relations and Rural Affairs 
7. Supervision and Administration 
8. Personal Development and Research 
570.1 
42.4 
1 
569.6 
47.0 
2 
569.5 
63.1 
3 
557.7 
78.2 
5 
551.7 
69.5 
8 
555.6 
67.5 
7 
567.8 
81.0 
4 
557.4 
68.5 
6 
566.5 
43.4 
1 
562.8 
41.9 
2 
558.2 
94.3 
4 
551.6 
98.3 
6 
545.3 
105.3 
8 
553.7 
56.0 
5 
560.2 
99.1 
3 
547.6 
70.3 
7 
566.8 
37.4 
3 
570.7 
41.0 
2 
566.0 
48.6 
4 
562.9 
55.3 
6 
553.6 
50.5 
8 
559.3 
48.2 
7 
571.8 
61.4 
1 
564.8 
45.5 
5 
571.4 
42.6 
2 
569.5 
54.1 
3 
574.8 
48.7 
1 
557. 
57. 
5 
547.6 
64.5 
6 
546.9 
93.1 
7 
563.4 
94.0 
4 
546.3 
88.0 
8 
599.4 
6 2 . 2  
2 
587.3 
63.5 
5 
606.9 
74.6 
1 
542.1 
179.9 
8 
581.6 
50.5 
7 
581.8 
60.9 
6 
589.0 
61.7 
4 
597.9 
67.5 
3 
2.238 
0.869 
2.123 
0.363 
0.955 
1.045 
0.522 
2.613* 
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'Youth development', the least important category for 
the inclusion in the preservice and/or inservice education 
programs, was perceived by those respondents with less than 
Bachelor's degree to be the least important. It was perceived 
by the Bachelor's degree and Master's degree holders to be 
sixth and seventh in importance respectively. 
The second least important category 'public relations 
and rural affairs', was felt by the Diploma in Agriculture and 
Bachelor's degree holders to be second in importance, but those 
with less than Diploma in Agriculture rated it as fifth in 
importance, and those with Master's degree rated it as sixth 
in importance. 
To summarize, with the exclusion of 'personal development 
and research* category, all other categories were perceived to 
be of similar importance for the inclusion in the preservice 
and/or inservice education programs by the respondents grouped 
according to their educational qualifications. 
In general, it may be stated that there was no significant 
difference in the perception of the importance of the eight 
professional educational competency categories for the inclu­
sion in the preservice and/or inservice education programs by 
the respondents when they were grouped according to their 
employing agencies, staff positions, age, tenure, and educa­
tional qualification, except for the following three instances: 
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1. The extension administrators perceived the 'program 
planning' category to be more significantly important 
for the programs inclusion than did the extension 
supervisors. 
2. The extension administrators perceived the 'program 
evaluation' category to be more significantly 
important for the programs inclusion than did the 
extension supervisors. 
3. Significant differences existed in the perception of 
the importance of 'personal development and research' 
category for the programs inclusion among the respond­
ents when grouped by their educational qualification. 
As a group, the respondents ranked the importance of the 
eight categories for programs inclusion to be in the following 
order; 
1. Program Planning. 
2. Program Implementation. 
3. Program Evaluation. 
4. Supervision and Administration. 
5. Leadership Development. 
6. Personal Development and Research. 
7. Public Relations and Rural Affairs. 
8. Youth Development. 
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CHAPTER V. 
SUMJMARY, CONCLUSIONS AND RECOMMENDATIONS 
Summary 
The primary purpose of this study was to identify and 
analyze the professional education competencies perceived to 
be important to the performance of Malaysian agricultural 
extension supervisors as perceived by selected agricultural 
extension administrators and agricultural extension super­
visors from agricultural development agencies in Malaysia. A 
secondary purpose was to determine the importance of inclusion 
of the competencies in the preservice and/or inservice educa­
tion programs that prepare persons for agricultural extension 
supervisor positions. 
The population for this study was the agricultural exten­
sion administrators and agricultural extension supervisors who 
were employed by the five main agricultural development 
agencies in West Malaysia, namely, the Department of Agri­
culture (DOA), the Rubber Industry Smallholders Development 
Authority (RISDA), the Federal Land Development Authority 
(FELDA), the Farmers' Organization Authority (FOA), and the 
Muda Agricultural Development Authority (MADA). A random 
sample was drawn from each subpopulations which were divided 
based on the employing agencies and staff positions. The data 
for this study were provided by 200 respondents from the ten 
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subpopulations/ representing a percentage of return of 83.33 
per cent. 
Based on the literature review and the assistance of a 
panel of four jury members of extension experts in Malaysia, a 
total of 87 competencies were developed and grouped into eight 
professional extension education categories, namely; (1) pro­
gram planning; (2) program implementation; (3) program evalua­
tion; (4) leadership development; (5) youth development; 
(6) public relations and rural affairs; (7) supervision and 
administration; and (8) personal development and research. 
Together with selected personal characteristics, these grouped 
competencies were formed into a questionnaire. A 1 to 99-
point scale was used to obtain the respondents' perceived 
importance of each competency to the supervisors' performance 
and for programs inclusion. A scale value of one indicated 
that the competency was "not important," a scale value of 50 
was for "somewhat important," and a scale value of 99 was for 
"very important." The raw data from the respondents were 
transformed to normal deviates scale of 267 through 733, with 
a score of 530 being the starting point of "importance." 
Ultimately, the data were analyzed to; (1) identify 
selected personal characteristics of the agricultural exten­
sion administrators and agricultural extension supervisors 
serving in the DOA, RISDA, FELDA, FOA, and MADA; (2) determine 
how important selected professional education competencies 
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were to the performance of agricultural extension supervisors; 
(3) determine the importance of inclusion of professional 
education competencies in preservice and/or inservice educa­
tion programs that prepare persons for agricultural extension 
supervisor positions; (4) determine the relationship between 
importance of professional education competencies for position 
performance and importance ratings for inclusion in preservice 
and/or inservice education programs; (5) determine if signifi­
cant differences existed in the importance ratings of pro­
fessional competency categories needed for the performance of 
agricultural extension supervisors as perceived by the respond­
ents grouped by employing agency, staff position, age, tenure, 
and educational qualification; (6) determine if significant 
differences existed in the importance ratings of professional 
competency categories for the inclusion in preservice and/or 
inservice education programs that prepared persons for agri­
cultural extension supervisor positions as perceived by the 
respondents grouped by employing agency, staff position, age, 
tenure, and educational qualification. 
The findings of this study were summarized at the end of 
each section in the previous chapter. 
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Conclusions 
Based on the findings, the following conclusions were 
1. More than two-thirds (68.8 per cent) of the extension 
administrators were 35 years of age or younger, with 
a mean of 33.0 years. The extension administrators 
of DOA were the youngest with a mean age of 29.9 
years, while those administrators from FELDA were the 
oldest with a mean age of 37.9 years. 
2. A majority of the administrators had experience in 
extension work for ten years or less, and on the 
average they possessed 7.4 years of extension 
experience. Those administrators from FELDA had the 
longest mean working experience of 11.1 years whereas 
those from DOA had the shortest mean working experi­
ence of 4.7 years. 
3. An average of 70 per cent of the extension admini­
strators of DOA, RISDA, FELDA, and FOA were at least 
holders of Bachelor's degree, the normal job entry 
qualification. 
4. Sixty-six per cent of the extension supervisors were 
30 years of age or younger, and their mean age was 
29.7 years. With a mean age of 24.1 years, the 
extension supervisors from RISDA formed the youngest 
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group, and the oldest group was from FELDA which had 
a mean age of 34.9 years. 
The extension supervisors had a mean tenure of 7.2 
years. The shortest mean tenure of 2.6 years was 
possessed by RISDA supervisors, and those of MADA had 
the longest experience with a mean tenure of 12.8 
years. 
Sixty-eight per cent of the extension supervisors 
held the Diploma in Agriculture, the usual job entry 
qualification. 
The mean age of the respondents as a group was 31.2 
years. The respondents from FELDA with mean age of 
36.6 years formed the oldest group, while those from 
RISDA, with a mean age of 27.8 years, were the 
youngest. 
There was a highly significant difference in the age 
means among the five agencies. The Scheffe test 
revealed that FELDA and MADA group age means differed 
significantly from RISDA group mean, and that FELDA 
group age mean also differed significantly from FOA 
and DOA group means. 
The total respondents had an average of 7.3 years of 
experience in extension work. The respondents from 
FELDA had the highest mean tenure of 10.7 years, and 
those from RISDA were the group with the lowest mean 
of 4.8 years. 
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10. There was a very highly significant difference among 
the five groups of respondents in their mean tenure. 
The Scheffe test showed that FELDA and MADA group 
tenure means were significantly higher than that of 
RISDA, FOA, and DOA. 
11. It was verified that, for both the importance for 
position performance and the importance for programs 
inclusion, the 87 professional education competencies 
included in the instrument used in this study did 
refer to the same construct for the set of competen­
cy categories into which they were grouped. 
12. The respondents from DOA, RISDA, FELDA, FOA, and MADA 
perceived all the competencies associated with the 
eight categories to be of similar importance to the 
performance of agricultural extension supervisors 
except for some 19 competencies which had means that 
differed significantly. These competencies are as 
follows : 
a. Involve extension program committee and other 
community leaders in the program development 
process (F-value 2.627, P < .05). 
b. Prepare annual and long-termed extension programs 
(F-value 2. 884, P < .05) . 
c. Relate learning to immediate application (F-value 
2.498, P < .05). 
d. Develop criteria for evaluation of program (F-
value 4.361, P < .01). 
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e. Collect evidence for program evaluation (F-value 
2 . 8 1 7 ,  P  <  . 0 5 ) .  
f. Discuss with and disseminate evaluation reports 
to appropriate person and groups (F-value 2.402, 
P < .05). 
g. Provide continuous support and guidance to 
leaders (F-value 2.543, P < .05). 
h. Evaluate performance of leaders continuously 
(F-value 2.407, P < .05). 
i. Educate citizenship responsibilities to youth 
(F-value 3.250, P < .05). 
j. Relate effectively to youth who come from a 
variety of cultural, economic and social back­
ground (F-value 2.565, P < .05). 
k. Identify individuals and groups whose supports 
are important (F-value 2.470, P < .05). 
1. Evaluate performance of staff (F-value 3.303, 
P < .05). 
m. Provide recognition or criticism to staff when 
it is due (F-value 2.628, P < .05). 
n. Identify needs and abilities of staff (F-value 
3.562, P < .01). 
o. Keep and maintain necessary departmental records 
(F-value 4.667, P < .01). 
p. Prepare and get approval for budget (F-value 
6.063, P < .01). 
q. Make effective use of time (F-value 4.265, P < 
.01) . 
r. Resolve conflict tactfully (F-value 3.306, P < 
.05) . 
s. Read relevant periodicals and publications to 
keep abreast with current research (F-value 
3.216, P < .05). 
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13. With the exception of the 'supervision and adminis­
tration category, the DOA, RISDA, FELDA, FOA, MADA 
extension personnel perceived the other seven cate­
gories to be of similar importance to the performance 
of agricultural extension supervisors. 
14. The extension administrators and extension supervisors 
perceived all the competencies related with the eight 
categories to be of similar importance to the per­
formance of agricultural extension supervisors except 
for the following four competencies which had means 
that differed significantly: 
a. Relate learning to immediate application (F-value 
6.249, P < .05). 
b. Participate in meetings of relevant groups 
(F-value 8.509, P < .01). 
c. Provide recognition or criticism to staff when 
it is due (F-value 4.559, P < .05). 
d. Keep and maintain necessary departmental records 
(F-value 6.147, P < .05). 
15. The extension administrators and the extension super­
visors also perceived the eight competency categories 
to be of similar importance to the performance of 
agricultural extension supervisors. 
16. The respondents from DOA, RISDA, FELDA, FOA, and MADA 
perceived the competencies associated with the eight 
categories to be of similar importance for the 
inclusion in the preservice and/or inservice education 
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programs that prepares persons for agricultural 
extension supervisor positions, except for the follow­
ing 14 competencies which had means that differed 
significantly: 
a. Organize extension program committee (F-value 
2.931, P < .05). 
b. Involve extension program committee and other 
community leaders in the program development 
process (F-value 2.699, P < .05). 
c. Assess available community resources, facilities, 
and services (F-value 2.657, P < .05). 
d. Relate learning to immediate application 
(F-value 3.611, P < .01). 
e. Communicate effectively with audience (F-value 
4.418, P < .01). 
f. Collect evidence for program evaluation (F-value 
2.589, P < .05). 
g. Evaluate program activities promptly and 
continuously (F-value 3.071, P < .05). 
h. Plan and conduct leadership training courses 
(F-value 2.372, P < .05). 
i. Assign program responsibilities to leaders 
(F-value 2.654, P < .05). 
j. Orientate youth leaders to positions they hold 
(F-value 3.531, P < .01). 
k. Identify individuals and groups whose supports 
are important (F-value 2.471, P < .05). 
1. Keep abreast with relevant developments 
(F-value 2.777, P < .05). 
m. Prepare and get approval for budget (F-value 
3.496, P < .01). 
n. Participate in professional organizations and 
their meetings (F-value 2.398, P < .05). 
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17. The respondents from DOA, RISDA, FELDA, FOA, and 
MADA also perceived each of the eight competency 
categories to be of similar importance for the 
programs inclusion. 
18. The extension administrators and the extension 
supervisors perceived the competencies related with 
the eight categories to be of similar importance for 
the inclusion in the preservice and/or inservice 
education programs, except for the following nine 
competencies which had means that differed signifi­
cantly: 
a. Assess available community resources, facilities, 
and services (F-value 5.830, P < .05). 
b. Determine priorities of community needs (F-value 
8.828, P < .01). 
c. Identify audience for specific programs (F-value 
6.388, P < .05). 
d. Relate national objectives to community extension 
programs (F-value 4.492, P < .05). 
e. Develop criteria for evaluation of program 
(F-value 8.311, P < .01). 
f. Utilize results of evaluation and audience feed­
back for planning future programs and modifying 
existing ones (F-value 8.060, P < .01). 
g. Prepare program evaluation reports (F-value 
4.322, P < .05). 
h. Use simple methods of data analysis (F-value 
5.535, P < .05). 
i. Interpret and report research findings (F-value 
4.220, P < .05). 
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19. Excluding 'program planning' and 'program evaluation' 
categories, the extension administrators and exten­
sion supervisors perceived the remaining six cate­
gories to be of similar importance for the inclusion 
in the preservice and/or inservice education programs. 
20. Positive and strong relationships existed among the 
perceptions of the importance for supervisors' per­
formance and the perceptions of the importance for 
the programs inclusion for all the competency 
categories. 
21. In general, there were strong and positive relation­
ships between the perceptions of the importance of a 
competency category to the supervisors' performance 
and the perceptions of its importance for the 
inclusion in the preservice and/or inservice educa­
tion program that prepares people for agricultural 
extension supervisor positions. 
22. There was no significant difference in the perception 
of the importance of the eight competency categories 
to the supervisors' performance by the respondents 
when they were grouped by their employing agencies, 
staff positions, age, tenure, and educational 
qualifications except for the following two cases: 
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a. 'Supervision and administration' category (F-
value 3.697, P < .01) was perceived by the FELDA 
respondents to be more significantly important 
to the performance of extension supervisors than 
by the FOA respondents. 
b. 'Supervision and administration' category (F-
value 3.268/ P < .05) was perceived by the 
respondents with less than Diploma in Agriculture 
to be more significantly important to the per­
formance of extension supervisors than by 
respondents who were Bachelor's degree holders. 
The respondents as a group perceived the importance 
of the eight competency categories to the performance 
of extension supervisors to be in the following order 
a. Supervision and Administration. 
b. Program Planning. 
c. Program Implementation. 
d. Personal Development and Research. 
e. Public Relations and Rural Affairs. 
f. Leadership Development. 
g. Program Evaluation. 
h. Youth Development. 
Regardless of their grouping comparisons, the respond 
ents agreed that the category 'supervision and 
administration' was the most important, and the cate­
gory 'youth development' was the least important. 
There was no significant difference in the perception 
of the importance of the eight professional education 
competency categories for the inclusion in the 
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preservice and/or inservice education programs by 
the respondents when grouped according to their 
employing agencies, staff positions, age, tenure, 
and educational qualifications except for the follow­
ing three instances; 
a. 'Program planning' category (F-value 5.399, P < 
.05) was perceived by the agricultural extension 
administrators to be more significantly important 
for the program inclusion than by agricultural 
extension supervisors. 
b. 'Program evaluation' category (F-value 5.425, 
P < .05) was perceived by the agricultural 
extension administrators to be more significantly 
important for the program inclusion than by 
agricultural extension supervisors. 
c. There was significant difference in the percep­
tion of the importance of 'personal development 
and research' for program inclusion among the 
respondents (F-value 2.613, P < .05). 
As a group, the respondents ranked the importance of 
the eight categories for inclusion in the preservice 
and/or inservice education programs that prepares 
people for agricultural extension supervisor positions 
to be in the following order; 
a. Program Planning. 
b. Program Implementation. 
c. Program Evaluation. 
d. Supervision and Administration. 
e. Leadership Development. 
f. Personal Development and Research. 
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g. Public Relations and Rural Affairs. 
h. Youth Development. 
Recommendations 
The findings of this study indicate the extension 
personnel from the five agricultural development agencies in 
Malaysia recognized that nearly all the 87 competencies were 
important to the performance of extension supervisors and for 
inclusion in the preservice and/or inservice education programs 
that prepare people for extension supervisor positions. The 
following recommendations appear useful to individuals respon­
sible for preservice and inservice education of extension 
supervisors : 
1. An outline of the major findings of this study be made 
available to the Director of Extension, Department of 
Agriculture; Directors-General of RISDA, FELDA, and 
FOA; and General Manager of MADA for their use in 
counselling their extension personnel on professional 
improvement programs. 
2. The findings of this study be made available to those 
personnel responsible for professional improvement of 
extension supervisors from DOA, RISDA, FELDA, FOA, 
MADA and the Agricultural University of Malaysia for 
their use in planning preservice and/or inservice 
education programs. 
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The preservice education program for agricultural 
extension supervisors at the Agricultural University 
of Malaysia should be reviewed in the light of the 
findings of this study and restructure accordingly 
for purposes of strengthening the existing program. 
When planning and carrying out inservice training 
programs for extension supervisors, the Center for 
Extension and Continuing Education and the partici­
pating agency(ies) should give emphasis to the 
following competency categories: program planning, 
program implementation, program evaluation, super­
vision and administration, leadership development, 
personal development and research, public relations 
and rural affairs, and youth development. 
The eight categories and their 87 related competen­
cies could be designed into valuable need assessment 
instruments for the purpose of determining the 
competency level needed by the extension supervisors 
prior to the actual conduct of the inservice educa­
tion programs (see Appendix N for an example). 
Further research to determine the professional educa­
tion competencies needed by other levels of extension 
personnel (namely the administrators, the field 
personnel etc.) in Malaysia should be done by the 
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Agricultural University of Malaysia in the near 
future, as it is the major institution responsible 
for professional improvements of extension personnel 
in the country. 
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Uiiiversiti Pertaniaii Malaysia 
SERDANG, SELANGOR, MALAYSIA 
PLM: PfiNGEMGAKGAN & PliNDOKAN LANJUTAN 
Bii. Kite. UP1VI/PPPL-P3 Bhg;II(28) April 1 6 ,  1979. 
Bii. Tuan. Director-General/ChaiiTTian, 
Rubber Industry Smallholders Development Authority (RISDA), 
Bangunan Getah Asli, 
P.O.Box 1067, Jalan Ampang, 
Kuala Lumpur. 
Dear sir, 
Application for Conducting a Research at 
the RISDA State Offices. 
A staff member of this Center, Mr. Saidin b. Teh, 
is planning to conduct a research on 'Professional Compe­
tencies Needed by Malaysian Agricultural Extension Super­
visors, ' as a partial fulfilment of the requirements for 
Ph.D. degree from Iowa State University, Ames, United 
States of America. 
I am most grateful if your agency would kindly 
grant him permission to conduct the research and provide 
the necessary cooperation for its success. 
He is planning to carry out the above research in 
several states in Peninsular Malaysia, and will be contac­
ting the following personnel from your agency to solicit 
required data; State RISDA Officers, Deputy State RISDA 
Officers, Assistant State RISDA Officers, and RISDA Offi­
cers. The research is scheduled to begin on April 23, and 
will extend until end of July 1979. He will be visiting 
with you or your representative for determining selection 
process of officers, after you have approved this appli­
cation. 
Enclosed is a copy of questionnaire for the propo­
sed research for your information. 
Thanking you in anticipation for all your coopera­
tion. 
"BERKHIDMAT UNTUK NEGARA" 
Yours sincerely, 
(Rahim Md. Sail) 
Director, 
Center for Extension and 
Continuing Education, 
Enclosure. Universiti Pertanian Malaysia. 
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Uiiiversiti Pertaiiian Malaysia 
mSAT PRNGBvlMNOAN & PtNODIKAN LANJUIAN 
SERDANG, SELANGOR, MALAYSIA 
Bil. Kita. UPM/PPPL-P3 Bhg:II(52). May 15, 1979. 
Bil. Tuan. 
Director-General, 
Socio-Economic Research and 
General Planning Unit, 
Prime Minister's Department, 
KUALA LUMPUR. 
(Attention: Mrs. Lim Ah Moi) 
Dear sir. 
Application for Conducting a Research. 
I am pleased to refer to your letter Bil.M/S 11(2) 
dated May 7, 1979 pertaining to the above matter. 
I am returning the 'Application for Conducting 
Research in Malaysia by Malaysian Citizen' form that has 
been duly completed by Mr. Saidin bin Teh together with 
three passport-sized photos for your further action. 
Thanking you in anticipation for all your coopera­
tion . 
"BERKHIDMAT UNTUK NEGARA" 
Yours sincerely, 
(Rahim Md. Sail) 
Director, 
Center for Extension and 
Enclosures. 
Continuing Education, 
Universiti Pertanian Malaysia. 
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FEDERAL LAND DEVELOPMENT AUTHORITY 
Our Ref; (68)l/A/204 Pt.4. June 1, 1979. 
Directors/Area Controllers 
and Managers. 
Sir, 
Mr. Saidin bin Teh 
Please be informed that Mr. Saidin bin Teh, 
a staff member of the Center for Extension and 
Continuing Education, Universiti Pertanian Malay­
sia, has been granted an approval by the Federal 
Land Development Authority to conduct a study on 
'Professional Competencies Needed by Malaysian 
Agricultural Extension Supervisors,' as a partial 
fulfilment of the requirements for a Ph.D. degree 
from Iowa State University, Ames, Iowa, United 
States of America. 
I am very grateful if you would cooperate 
in providing the necessary help for him to con­
duct the above research. 
Thank you. 
"BERKHIDMAT UNTUK NEGARA" 
Yours truly. 
(Mohammad Hj. Abu Bakar) 
For: Director-General, 
FELDA. 
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RUBBER INDUSTRY SMALLHOLDERS 
DEVELOPMENT AUTHORITY 
Our Ref; (5)dim.RISDA(P/KP 61)JLD.2. May 8, 1979 
Director, 
Center for Extension and 
Continuing Education, 
Universiti Pertanian Malaysia, 
Serdang, Selangor. 
Sir, 
Application for Conducting a 
Research at the RISDA State Offices. 
I am pleased to refer to your letter 
Bil. UPM/PPPL-P3 Bhg;11(28) dated April 16, 
1979 concerning the above matter. With great 
pleasure, I am pleased to inform you that 
this Office has no objection to Mr.Saidin's 
application, and is willing to provide the 
necessary cooperation in the conduct of the 
research. 
Thank you. 
"BERKHIDMAT UNTUK NEGARA" 
Yours obediently. 
(Baharuddin bin Awang) 
For; Chairman/Director-General 
RISDA. 
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SOCIO-ECONOMIC AND 
GENERAL PLANNING UNIT 
PRIME MINISTER'S DEPARTMENT 
KUALA LUMPUR 
Our Ref; M/S. 11 (15) June 1 9 ,  1979 
Mr. Saidin bin Teh, 
Center for Extension and 
Continuing Education, 
Universiti Pertanian Malaysia, 
Serdang, Selangor. 
Dear sir, 
Application for Conducting 
a Research in Malaysia. 
I have been directed to refer to the above 
matter, and am pleased to inform you that your 
application has been approved by this Unit. 
Enclosed is a research pass for your use. 
Best wishes and success in your research. 
Thank you. 
Yours obediently. 
(Lim Ah Moi) 
Enclosure. For; Director-General. 
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Uiiiversiti Pertanian Malaysia 
SERDANG, SELANGOR, MALAYSIA 
Bit. Kite. UPM/PPPL-P3 Bhg;II(32). April 20, 1979. 
Bii. Tuan. Nayan Ariffin, 
Deputy Vice-Chancellor (Academics), 
Universiti Pertanian Malaysia, 
Serdang, Selangor. 
Dear sir. 
Panel of Jury. 
A staff member of this Center, Mr. Saidin b. Teh, 
is planning to conduct a research on 'Professional Compe­
tencies Needed by Malaysian Agricultural Extension Super­
visors, ' as a partial fulfilment of the requirements for 
a Ph.D. degree from Iowa State University, Ames, Iowa, 
United States of America. 
One of the steps in the development of a final 
questionnaire for this research is to evaluate whether 
the competencies that have been compiled based on the 
review of literatures are appropriate to Malaysian agri­
cultural extension supervisors' responsibilities. I am 
pleased to announce that since you are an expert and have 
considerable experience in extension education, you have 
been selected as one of the members of a panel of jury to 
review and evaluate the suitability of the professional 
competencies that will be included in the questionnaire 
of this research. 
I am most grateful if you would kindly give him 
your cooperation in reviewing and judging the enclosed 
list of professional competencies. Due to the limited time 
at his disposal, the return of the list at your earliest 
convenience is highly appreciated. 
Enclosed is the list of professional competencies 
for your further action. 
Thanking you in anticipation for all your support 
and cooperation. 
"BERKHIDMAT UNTUK NEGARA" 
Yours sincerely, 
(Rahim Md. Sail) 
Director, 
Center for Extension and 
Continuing Education, 
Enclosure. Universiti Pertanian Malaysia. 
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1. Dr. Nayan Ariffin, 
Deputy Vice-chancellor (Academics), 
Agricultural University of Malaysia, 
Serdang, Selangor, 
Malaysia. 
2. Dr. Mohd. Yusof Hashim, 
Deputy Director-General (Research), 
Malaysian Agricultural Research and 
Development Institute, 
Serdang, Selangor, 
Malaysia. 
3. Dr. Afifuddin Haji Omar, 
Head, 
Division of Agriculture, 
Muda Agricultural Development Authority, 
Alor Setar, Kedah, 
Malaysia. 
4. Dr. Samsudin Tugiman, 
Head, 
Division of Staff Training, Development 
and Personnel, 
Rubber Research Institute of Malaysia, 
Kuala Lumpur, 
Malaysia. 
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PROFESSIONAL COMPETENCIES NEEDED BY 
MALAYSIAN AGRICULTURAL EXTENSION SUPERVISORS 
PART I 
(Personal Characteristics) 
The following information will be used to describe the respondents in this study and to aid in follow-up activities. The identity 
of your response to this questionnaire will be held in strict confidence. 
1. Which agency are you currently employed? 
0 )  Department of Agriculture. 
(2) RISDA. 
(3) FELDA. 
(4) LPP. 
(5) MADA. 
2. What is your major job responsibility in the agency? 
(1) Administration. 
(2) Supervision. 
3. What is the specific title of your position? 
4. What is your present age? 
Years 
5. How many years have you been working in extension? 
(Please answer to the nearest years) 
Years 
6. Please indicate your highest educational qualification: 
(1 ) Lower Certificate of Education. 
(2) Cambridge Overseas School Certificate or Sijil Pelajaran Malaysia. 
(3) Diploma in Agriculture. 
(4) Bachelor's Degree. 
(5) Master's Degree. 
(6) Others (Specify) 
Directions: 
PART II 
(Professional Education Competencies) 
1. Please read carefully each of the following questions on activities related to professional education competencies of 
Malaysian agricultural extension supervisors, and then answer ^of them as instructed below. 
2. In the Importance for Position Performance column indicate how important vou feel the activity is to the performance 
of an agricultural extension supervisor. 
3. In the Importance for Program Inclusion column indicate how important vou feel the activity is for inclusion in preservice 
and/or inservice programs that prepare people for an agricultural extension supervisor position. 
4. Please use the following scale for each activity: 
Not 
Important 
Example 
20 30 40 50 60 
—I— 
70 
—V-
80 
Activity 
Select appropriate instructional materials 
Somewhat 
Important 
90 99 
-4-
Very 
Important 
Importance 
for Position 
Performance 
85 
Importance 
for Program 
Inclusion 
77 
322 
1. PROGRAM PLANNING 
Importance Importance 
Activity for Position for Program 
Performance Inclusion 
1. Organize extension program committee 
2. Involve extension program committee and other community leaders in the program 
development process (I.e. planning, Implementation and evaluation) 
3. Identify and involve appropriate resource persons in the program development process. 
4. Analyze farming community situation to identify their needs 
5. Assess available community resources, facilities, and services 
6. Review past programs to Identify their accomplishments and failures 
7. Determine priorities of community needs • 
8. Identify audience (their norms, values, attitudes, etc.) for specific program 
9. Prepare annual and long-termed extension programs 
10. Relate national objectives to community extension programs 
11. State program and teaching objectives in behavioral terms 
12. Select program topics and schedule them on calendar 
13. Select appropriate learning experiences to achieve desired objectives 
14. Conduct educational program for members of the extension program committee 
II. PROGRAM IMPLEMENTATION 
Importance Importance 
Activity for Position for Program 
Performance Inclusion 
15. Plan and Organize the content of an instructional program 
16. Select and prepare appropriate instructional materials 
17. Use instructional media and equipments effectively during teaching 
18. Utilize research findings and related literatures in teaching 
19. Provide conducive environment for audience learning 
20. Relate learning to immediate application 
21. Communicate effectively with audience 
22. Apply Instructional techniques which utilize talents, abilities, and experiences 
of audience 
23. Provide practical activities for audiences learning 
24. Reinforce audience learning with positive attitudes 
25. Maintain audience interests in educational activities 
26. Provide opportunities for audience self-evaluation 
27. Provide continous feedback to audience on their educational progress 
28. Respond positively to constructive criticism by making appropriate changes 
in.  PROGRAM EVALUATION 
Importance Importance 
Activity for Position for Program 
Performance Inclusion 
29. Develop criteria for evaluation of program 
30. Collect evidence for program evaluation 
31. Compare evidence collected with criteria to determine change 
32. Assess subsequent changes 
33. Utilize results of evaluation and audience feedback for planning future programs and 
modifying existing ones 
34. Prepare program evaluation report 
35. Discuss with and disseminate evaluation reports to appropriate persons and groups. 
36. Evaluate program activities promptly and continously 
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IV. LEADERSHIP DEVELOPMENT 
Importance Importance 
Activity for Position for Program 
Performance Inclusion 
37. Identify and utilize the power structure in a community 
38. Determine leadership pattern for dissemination of information 
39. Involve program committee members and other key individuals in the community 
when recruiting leaders 
40. Develop job descriptions for leadership positions 
41. Apply basic principles of group dynamics and leadership techniques during leadership 
training 
42. Obtain commitment from leaders regarding resources that they can contribute 
(e.g. time, labor, etc.) 
43. Identify training needs of leaders 
44. Plan and conduct leadership training courses 
45. Assign program responsibilities to leaders 
46. Provide continous support and guidance to leaders 
47. Provide appropriate recognition to leaders 
48. Evaluate performance of leaders continously 
V. YOUTH DEVELOPMENT 
Importance Importance 
Activity for Position for Program 
Performance Inclusion 
49. Orientate youth leaders to positions they hold 
50. Help youth identify their personal strengths and limitations 
51. Apply techniques for helping youth solve their problems 
52. Conduct youth leadership training courses 
53. Assist youth in their personal development 
54. Educate citizenship responsibilities to youth 
55. Relate effectively to youth who come from a variety of cultural, economic and social 
background 
56. Teach adult audience at extension supervisor's level of understanding 
VI PUBLIC RELATIONS AND RURAL AFFAIRS 
Importance Importance 
Activity for Position for Program 
Performance Inclusion 
57. Identify individuals and groups whose supports arc important 
58. Participate in meetings of relevant groups 
59. Develop and maintain working relationships with key individuals in community.... 
60. Develop and maintain working relationship with mass media 
61. Write publicity articles 
62. Assemble and up-date addresses for dissemination of information 
63. Coordinate programs with other agencies through appropriate channels 
64. Keep community informed about their extension programs 
65. Utilize knowledge of rural cultures such as customs, dialects etc.) when dealing with 
rural public 
66. Keep abreast with relevant developments (such as land code, government policies etc.). 
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VII. SUPERVISION AND ADMINISTRATION 
Activity 
67. Plan and organize works of staff 
68. Assign and explain responsibilities to staff 
69. Coordinate works of staff 
70. Evaluate performance of staff 
7], Communicate effectively with staff and others in the office 
72. Provide recognition or criticism to staff when it is due 
73. Identify needs and abilities of staff 
74. Make effective use of secretarial and other office helps 
75. Keep and maintain necessary departmental records 
76. Prepare and get approval for budget 
77. Make effective use of time 
78. Resolve conflict tactfully 
VIII. PERSONAL DEVELOPMENT AND RESEARCH 
Importance Importance 
Activity for Position for Program 
Performance Inclusion 
79. Evaluate personal strengths and weaknesses 
80. Develop long-range plan for self professional growth 
81. Read relevant periodicals and publications to keep abreast with current research 
82. Participate in training conferences, workshops etc 
83. Participate in professional organizations and their meetings 
84. Follow plan and calendar of work strictly (without any flexibility) when implementing 
a program 
85. Identify problem areas that need research in community 
86. Communicate identified problem areas in community to research institutions 
87. Develop and use simple survey research devices (questionnaire, interview schedule, etc.). 
88. Use simple methods of data analysis 
89. Interprété and report research findings 
Importance 
for Position 
Performance 
Importance 
for Program 
Inclusion 
NOTE: Thank you for your help in completing this questionnaire. 
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KECEKAPAN-KECEKAPAN PROFESYENAL YANG DIPERLUKAN OLEH 
PENYELIA-PENYELIA PENGEMBANGAN PERTANIAN DI MALAYSIA 
BAHAGIAN I 
(Butir-Butir PcribadI) 
Maklutnat-maklumat bcrikut ini akan digunakan bagi mcnerangkan rcsponden-rcsponden di dalam kajian inl, dan untuk menolong 
dalam aktiblti-aktibiti sclanjutnya. Segal a jawaban-jawaban anda dl dalam kcrtas soal-sclldlk Inl adalah dlrahslakan. 
1. Dcngan agcnsi manakah anda bekerja sckarang? 
(1) Jabatan Pcrtanian. 
(2) RISDA. 
(3) FELDA. 
(4) LPP. 
—(5) MADA. 
2. Apal'.ah tugas utama anda dalam agcnsi yang anda bekerja? 
(1) Pcntadbiran. 
(2) Penyeliaan. 
3. Apakah nama jawatan anda yang spesifik? 
5. 
Berapakah umur anda sckarang? 
Tahun 
Sudah bcrapa lamakah anda bcrtugas di bidang pengcmbangan? 
(Sila jawab dalam jumlah tahun yang paling hampir) 
Tahun 
6. Sila nyatakan kelulusan anda yang tertinggi: 
(1) Sijii Rendah Pelajaran. 
.(2) Sijii Persekoiahan Cambridge atau Sijii Pelajaran Malaysia. 
. (3) Diploma Pcrtanian. 
.(4) Ijazah Bachelor/Sarjana Muda. 
.(5) Ijazah Sarjana. 
. (6) Lain-iain (Nyatakan) 
BAHAGIAN II 
(Kecekapan-Kecekapan Pendidikan Profesyenal) 
Arahan-Arahan: 
1. Siia baca dcngan tcliti tiap-tiap soalan bcrikut mcngcnai aktibiti-aktibiti bcrkaitan dcngan kecckapan-kecckapan pendidikan 
profesyenal bagi penyciia-pcnyciia pengcmbangan pcrtanian di Malaysia, dan scterusnya jawab scmua soalan sebagalmana 
yang diarahkan. 
2. Dalam ruangan 'Mustahak Untuk Tugas lawatan', nyatakan sejauh mana anda rasa mustahaknya sesuatu aktibiti itu bagi tugas 
seseorang penyeiia pengcmbangan pcrtanian. 
3. Dalam ruangan 'Mustahak Untuk Dimasukkan Daiam Program', nyatakan sejauhmana anda rasa mustahaknya sesuatu aktibiti 
itu dimasukkan dalam program-program iatihan praperkhidmatan dan/atau program-program latihan daiam pcrkhidmatan 
yang mcnyedlakan pegawai-pegawai untuk jawatan penyeiia pengcmbangan pcrtanian. 
4. Sila gunakan sekil yang bcrikut untuk tiap-tiap aktibiti: 
1 0  
—t-
20 30 
-i-
40 
—t-
50 60 70 
-f— 
80 
-f— 
90 
-4— 
99 
—I-
Tidak 
Mustahak 
Sederhana/ 
agak mustahak 
Sangat 
Mustahak 
Contoh; 
Aktibiti 
Mustahak 
Untuk 
Tugas lawatan 
Mustahak Untuk 
Dimasukkan 
Dalam Program 
Memiiih bahan-bahan pengajaran yang sesuai. 85 77 
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I. PERANCANGAN PROGRAM 
Aktibiti 
Mustahak 
Untuk 
Tugas )awatan 
Mustahak Untuk 
Dimasukkan 
Dalam Program 
1. Membcntuk jawatankuasa program pengembangan 
2. Melibatkan jawatankuasa program pengembangan dan Iain-lain pemimpin 
masyarakat dalam proses perencanaan program (i.e. perancangan, perlaksanaan 
dan pcnilaian) 
3. Menentu dan mclibat pakar-pakar rujuk yang berkenaan di dalam proses 
perencanaan program 
4. Menganalisa keadaan masyarakat pcrtanian bagi menentukan keperluan-
keperluan (masalah) mereka 
5. Menilai perkhldmatan-perkhidmatan, kcmudahan-kcmudahan, dan sumbcr-
sumber masyarakat yang ada 
6. Mengkajisemula program-program yang lepas untuk mengetahui kejayaan-kejayaan 
dan kegagalan-kegagalannya 
7. Menentukan keutamaan-keutamaan terhadap masalah-masalab masyarakat. 
8. Menentukan pencrima-penerima (norma-norma, nilai-nilai, sikap-sikap mereka 
dll.) untuk program tertentu 
9. Menyediakan program-program pengembangan tahunan dan program-program 
pengembangan jangka panjang 
10. Hubungkan matlamat-matlamat kebangsaan dengan program-program 
pengembangan masyarakat 
11. Menyatakan objektif-objektif program dan objektif-objektif mengajar 
dalam bentuk-bentuk pcrlakuan 
12. Memilih tajuk-tajuk program dan membuat jadualnya 
13. Memilih pengalaman-pengalaman pembelajaran yang sesuai untuk mencapai 
objektif-objektif yang dikehendaki 
14. Menjalankan program pcndidikan bagi ahli-ahli jawatankuasa program 
pengembangan 
II. PERLAKSANAAN PROGRAM 
Aktibiti 
15. Merancang dan menyusun isl-kandungan sesuatu program pengajaran 
16. Memilih dan menyedla bahan-bahan pengajaran yang sesuai 
I 7. Menggunakan media dan alat-alat pengajaran dengan berkesan bila mengajar. 
18. Menggunakan hasil-hasil penyelidikan dan bahan-bahan bertulis berkaltan 
dalam pengajaran 
19. Mengujudkan suasana yang sesuai untuk pembelajaran penerima 
20. Menghubungkan pembelajaran kepada kegunaan yangsemerta 
21. Berhubung secara berkesan dengan penerima 
22. Menggunakan teknik-teknik pengajaran yang menggunakan bakat-bakat, 
kebolehan-kebolehan, dan pengalaman-pengalaman penerima 
23. Mengadakan aktibiti-aktibiti praktikal untuk pembelajaran penerima 
24. Mengukuhkan pembelajaran penerima dengan sikap-sikap positif 
25. Mengekalkan minat penerima dalam aktibiti-aktibiti pcndidikan 
26. Memberi pcluang-peluang kepada penerima membuat pcnilaian mereka sendiri. 
27. Memberi 'feedback' yang berterusan kepada penerima mengenai kemajuan 
pcndidikan mereka 
28. Bertindak secara positif terhadap teguran-teguran yang mcmbina dengan 
membuat perubahan-pcrubahan yang sesuai 
Mustahak 
Untuk 
Tugas jawatan 
Mustahak Untuk 
Dimasukkan 
Dalam Program 
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III. PENILAIAN PROGRAM 
Aktibiti 
29. Membentuk kriteria-kriteria untuk penilaian sesuatu program 
30. Mengumpul maklumat-maklunnat untuk penilaian progra'i:. 
31. Membuat perbandingan antara maklumat dengan kriteria untuk mencntukan 
pcrubahan 
32. Menilai perubahan-perubahan yang berikutan 
33. Mengguna hasil-hasil penilaian dan 'feedback' dari penerima bagi merancang 
program-program yang akan datang dan mengubah program-program yang ada. 
34. Menyediakan laporan penilaian program 
35. Membincang dan menyebar laporan-laporan penilaian kepada individu-individu 
dan kumpulan-kumpulan yang berkenaan 
36. Menilai aktibiti-akiibiti program dengan semerta dan berterusan 
37. 
IV. PERKEMBANGAN KEPIMPINAN 
Aktibiti 
37. Mengenal dan menggunakan sumber-sumber struktur kuasa dalam masyarakat. 
38. Mencntukan pola-pola kcpimpinan untuk tujuan penyebaran maklumat 
39. Melibatkan ahli-ahli jawatankuasa program dan Iain-Iain pemimpin masyarakat 
apabila mencari pemimpin-pemimpin baru 
40. Membentuk tugas-tugas kerja untuk jawatan-jawatan kepimpinan 
41. Menggunakan prinsip-prinsip asas bagi kumpulan dinamlk dan teknik-teknik 
kepimpinan dalam latihan kepimpinan 
42. Mendapatkan 'commitment' dari pemimpin-pemimpin dalam hal sumber-
sumber yang mereka boleh berikan. (e.g. masa, tenaga dll.). 
43. Mengenali keperluan-keperluan latihan untuk pemimpin-pemimpin 
44. Merancang dan melaksanakan kursus-kursus latihan kepimpinan 
45. Membahagikan tanggungjawab-tanggungiawab mengcnai program kepada 
pemimpin-pemimpin 
46. Memberikan sokongan dan bimbingan yang berterusan kepada pemimpin-
pemimpin 
47. Memberikan penghargaan yang wajar kepada pemimpin-pemimpin 
48. Menilai kebolehan pemimpin-pemimpin secara berterusan 
V. PERKEMBANGAN BELIA 
Aktibiti 
49. Mengoricntasikan pemimpin-pemimpin belia kepada jawatan-jawatan yang 
mereka pegang 
50. Menolong belia mengenal kebaikan-kebaikan dan kelemahan-kelemahan mereka. 
51. Mengguna teknik-teknik bagi menolong belia menyelesai masalah-masalah 
mereka 
52. Menjalankan kursus-kursus latihan kepimpinan belia 
53. Menolong belia memupuk perkembangan diri mereka 
54. Mendidik tanggungiawab-tanggungjawab kewarganegaraan kepada belia 
55. Berhubung dengan belia dari berbagai latarbelakang sosial, ekonomi dan 
kebudayaan dengan berkesan 
56. Mengajar penerima dewasa pada peringkat fahaman penyelia sendiri 
Mustahak 
Untuk 
Tu gas Jawatan 
Mustahak Untuk 
Dimasukkan 
Dalam Program 
Mustahak 
Untuk 
Tugas jawatan 
Mustahak Untuk 
Dimasukkan 
Dalam Program 
Mustahak 
Untuk 
Tugas Jawatan 
Mustahak Untuk 
Dimasukkan 
Dalam Program 
3 
328 
VI. PERHUBUNGAN AWAM DAN HAL-EHWAL LUARBANDAR 
Aktibiti 
Mustahak 
Untuk 
Tugas Jawatan 
Mustahak Untuk 
DImasukkan 
Dalam Program 
57. Mengcnali individu-individu dan kumpulan-kumpulan yang mana sokongan 
mereka adalah mustahak 
58. Mcnyertai mesyuarat-mesyuarat kumpulan yang berkaitan 
59. Membentuk dan mengckalkan perhubungan kerja dengan individu-individu 
penting dalam kommuniti 
60. Membentuk dan mengckalkan perhubungan kerja dengan media massa 
61. Menuiis artlkel-artlkel pablisiti 
62. Mengumpul dan mengemaskinikan alamat-alamat untuk tujuan penyebaran 
maklumat 
63. Menyelaras program-program dengan Iain-Iain agensi menerusi saluran-saluran 
yang tertentu 
64. Mempastikan masyarakat senantiasa mengetahui ten tang program pengembangan 
mereka 
65. Menggunakan pengetahuan mengenai kebudayaan-kebudayaan luarbandar 
(seperti adat-resam, loghat, dll.) apabila bekerja dengan masyarakat luarbandar, 
66. Mengemaskini tentang perkembangan-perkembangan yang berkaitan (seperti 
undang-undang tanah, polisi-polisi kerajaan dll.). 
VII, PENYELIAAN DAN PENTADBIRAN 
Mustahak 
Aktibiti Untuk 
Tugas Jawatan 
67. Merancang dan menyusun kerja-kerja pegawai 
68. Menentu dan menerangkan tanggungiawab-tanggungjawab kepada lawai. 
69. Menyelaraskan kerja-kerja pegav^ai 
70. Menilal kecekapan-kecekapan pegawai 
71. Berhubung secara berkesan dengan pegawai dan orang-orang lain dalam 
pejabat 
72. Memberi pcnghargaan atau teguran kepada pegawai bila periu 
73. Mengcnali keperluan-keperluan dan keboiehan-kebolehan pegawai 
74. Menggunakan perkhidmatan urusetia dan Iain-Iain perkhidmatan pejabat 
dengan berkesan 
75. Menyimpan dan mengekalkari rekod-rekod jabatan yang perlu 
76. Menyedia dan mendapatkan keluiusan belanjawan 
77. Menggunakan masa dengan berkesan 
78. Menyelesaikan masalah salah faham dengan bijaksana 
VIII. PERKEMBANGAN PERIBADI DAN PENYELIDIKAN 
Mustahak 
Aktibiti Untuk 
Tugas lawatan 
79. Menilai kelemahan-kelemahan dan kcjayaan-kejayaan sendiri 
80. Membentuk rancangan jangka panjang mengenai perkembangan 
profesyenal sendiri 
81. Membaca penerbitan-penerbitan dan majalah-majalah berkaitan untuk 
mengemaskinikan penyelidikan 
82. Menyertai persidangan latihan, bengkel-bengkel dan sebagainya 
83. Menyertai pertubuhan-pertubuhan profesyenal dan mesyuarat-mesyuarat 
mereka 
84. Mengikut rancang dan jadual kerja dengan tepat (dengan tiada boleh 
diubah) apabila melaksanakan sesuatu program 
85. Mengenali bidang-bidang masalah yang memerlukan penyelidikan dalam 
kommuniti 
Mustahak Untuk 
DImasukkan 
Dalam Program 
Mustahak Untuk 
DImasukkan 
Dalam Program 
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86. Menyampaikan bidang-bidang masalah kommuniti yang diketahul 
kcpada institusi-institusi pcnyclidikan 
87. Membentuk dan menggunakan kaedah-kaedah pcnyelidikan 'survey' yang 
mudah (soal-sclldik, jadual tcmjramah dll.) 
88. MenKgiinj car.i-cara pcnganalisaan makluinat yang mudah 
89. Mentcrjemah dan melapur hasil-hasil pcnyclidikan 
PERINGATAN: Terima kasih di atas kerjasama Tuan mengisikan borang 
soal-selidik ini. 
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APPENDIX J. A COVER LETTER FROM THE DEPUTY VICE-
CHANCELLOR (ACADEMICS), AGRICULTURAL 
UNIVERSITY OF MALAYSIA 
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Universiti Pertanian Malaysia 
SERDANG, SELANQOR, MALAYSIA. 
CANSELORI 
Alamat Eawat: UNIPERTAMA SDNGEI BE8I 
Talipon: 356304 
855486 
426 
427 
48»! 
Dear Sir, 
Research; "Professional Competencies Needed by 
Malaysian Agricultural Extension Supervisors" 
by Mr. Saidin bin Teh. 
Please be informed that Mr. Saidin bin Teh, a staff member of 
Center for Extension and Continuing Education, Universiti Pertanian 
Malaysia, is conducting a study on the above topic, as partial fulfilment 
for his Ph.D degree from Iowa State University, United States of America. 
The Socio-economic and General Planning Research Unit of the Prime 
Minister's Department, and your agency's Head Office have already granted 
him permission to carry out the study. 
The study will help to further strengthen the Center's academic 
program for students who will potentially be serving agricultural 
development agencies such as FELDA, Department of Agriculture, FOA, MADA, 
RISDA and others. Besides, it is hoped that the results of the research 
will also help to increase the effectiveness of the inservice education 
program that will be implemented by agricultural development agencies for 
their extension personnel. 
You are one of the officers that have been selected to represent 
your agency in the study. I shall be grateful, if you can complete the 
attached questionnaire and mail it to Mr. Saidin bin Teh in the stamped 
envelope provided. Due to limited time that he has to complete the study, 
your prompt action in this matter is very much appreciated. You are at 
liberty to complete anyone of the questionnaire, even though you have been 
supplied with two - one in English the other in Bahasa Malaysia. It is 
very important that all answers are accurate and frank, and that all 
questions are answered completely and carefully. Please be advised that 
all your responses will be kept in strict confidence. 
It's my sincere hope that you will lend your full cooperation for 
the success of the study. 
Thanking you in anticipation. 
"BERKHIDMAT UNTUK NECARA" 
Yours Eihcerely. 
(DR. NAYAN ARW^] , — 
ir (Academic] 
Pertanian Malaysia 
Deputy Vice-Ch 
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APPENDIX K. FIRST FOLLOW-UP LETTER 
TO THE NONRESPONDENT 
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Universiti Pertaniaii Malaysia 
PUSAT PENŒMMNGAN & PENDIDIKAN LANJUTAN 
SERDANG, SEIANGOR, MALAYSIA 
(Centre for Extemion Continuity Eàication) 
Bit. Kite. UPM/PPPL-P3 Bhg:  I  I  (90)  
Bit. Tuan. 
Dear Si r /Madam, 
Research:  "Professional  Competencies Needed by Malaysian 
Agr icul tura l  Extension Superv isors"  by Mr.  Said in b in Teh.  
We are very p leased to refer  you to the above matter .  
About  two weeks ago,  we have mai led you a set  o f  quest ionnaire 
re lated to the above research.  We are hoping very much that  
you wi l l  real ize your cooperat ion in  complet ing and return ing 
one of  the quest ionnaires is  of  v i ta l  importance to the success 
of  the above research.  Since we have not  heard f rom you,  we 
are very p leased i f  you would complete and return the quest ionnaire 
before the end of  July.  We are anxiously wai t ing for  your response.  
Please do le t  us know i f  you have misplaced or  lost  any of  the 
quest ionnaires so that  we wi l l  mai l  you another set .  Thanking you 
in  ant ic ipat ion for  your contr ibut ion to the success of  th is  research.  
I f  you have a l ready mai led us the quest ionnaire wi th in these few 
days,  p lease d isregard th is  le t ter .  
"BERKHIDMAT UNTUK NEGARA" 
Yours s incerely 
jlLfector 
Center  for  Extension s Cont inuing Educat ion 
Un i  vers i  t  i  Pertan i  an Malaysia.  
(SAIDIN B1 EH) 
Lecturer  
Center  fo  xtension & Cont inuing Educat ion 
Un i  vers i  t  i  Pertan i  an Malaysia.  
<r— 
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APPENDIX L. A THANK YOU LETTER TO THE RESPONDENT 
335 
Uiiiversiti Pertaniaii Malaysia 
PLM PENŒMEANGAN & PENDIDIKAN LANJUTAN 
SERDANG, SELANGOR, MALAYSIA 
(Centre for Exiemion <& Continuing Education) 
Bit. Kite. UPM/PPPL-P3 Bhg:II(89) 
Bil. Tuan. 
Dear Sir/Madam 
Research: "Professional Competencies Needed by 
Malaysian Agricultural Extension Supervisors" 
by Saidin bin Teh. 
We are very pleased to refer you to the above matter. 
With great pleasure, we, on behalf of Universiti Pertanian 
Malaysia, would like to extend our sincere thanks for all 
your help and cooperation in completing and returning the 
questionnaire recently. 
"BERKHIDMAT UNTUK NEGARA" 
Yours Sincerely 
(SAIDIN BIN 
Lecturer 
Center for Extension S Continuing Education 
Universiti Pertanian Malaysia. 
ST/amy 
Tal: Kuala Lumpur 356304. 356425/426/427 Alaimt Taligwaf; UNIPERTAMA SUNGAIBESI 
JiHre^or 
Center for Extension § Continuing Education 
Universiti Pertanian Malaysia. 
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PUSAC PENGEMEANGAN & PENDOKAN LANJUTAN 
(Centre for Extemion Continuity Education) 
SERDANG, SELANGOR, MALAYSU 
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Bii. Kita. UPM/PPPL-P3 Bhg: l l ( l1 l )  
Bil. Tuan. 
Dear Si r /Madam, 
Research:  "Professional  Competencies Needed by Malaysian 
Agr icul tura l  Extension Superv isors"  by Mr.  Said in b in Teh.  
We are very p leased to refer  you to the above matter .  
About  s ix  weeks ago,  we have mai led you a set  o f  quest ionnaire 
re lated to the above research.  We are hoping very much that  
you wi l l  real ize your cooperat ion in  complet ing and return ing 
one of  the quest ionnaires is  of  v i ta l  importance to the success 
of  the above research.  Since we have not  heard f rom you,  we 
are enclosing another set  o f  the quest ionnaire together wi th 
a cover le t ter  f rom The Deputy Vice-Chancel  lor  (Academic) ,  
Univers i t i  Pertanian Malaysia.  We are very p leased i f  you would 
complete and return th is  quest ionnaire at  your ear l iest  convenience.  
We are anxiously wai t ing for  you response.  Thanking you in  
ant ic ipat ion for  your contr ibut ion to the success of  th is  research.  
I f  you have a l ready mai led us the f i rs t  set  of  quest ionnaire 
wi th in these few days,  p lease d isregard th is  le t ter .  
"BERKHIDMAT UNTUK NEGARA" 
Yours s incerely 
ûi*e£îor 
Center  for  Extension 6 Cont inuing Educat ion 
Univers i t i  Pertanian Malaysia.  
(Said in b\n Teh) 
Lecturer  "  
Center  for  Extension 6 Cont inuing Educat ion 
Univers i t i  Pertanian Malaysia.  
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APPENDIX N. A SAMPLE OF NEED ASSESSMENT INSTRUMENT 
Self-Assessment in Professional Extension 
Education Competencies 
Direction: In order to help in organizing learning experiences that will build 
upon your present strengths and develop needed new strengths in 
professional extension education competencies, please rate your own 
assessment of your present level of performance in each of the follow­
ing category by marking an "X" in the appropriate level. 
COMPETENCY CATEGORIES PERFORMANCE SELF-RATINGS 
1. 
2 .  
3. 
4. 
5. 
6 .  
7. 
8. 
Low 
Program Planning 
Program Implementation 
Program Evaluation 
Supervision and Administration 
Leadership Development 
Personal Development and Research 
Public Relations and Rural Affairs 
Youth Development 
High 
10 
CO. 
w 
